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The present study is an attempt to explor'e the job stress 
experienced by Hong Kong Aided Secondary School teachers and its 
relationship to job strain. The importance of social support in 
mitigating stress and strain, and lessening the impact of stress 
on strain is also investigated. Based on the Person-environment 
Fit theory developed by French, Rogers and Cobb (1974) and in 
view of Hong Kong's uncertain future, the job stress variables 
include needs deficiency, work overload and job future ambiguity. 
The concept of job strain is based upon the work of CapIan et al. 
(1980). After factor analysis, job strain includes two 
components, namely job dissatisfactions, and bodily and affective 
complaints. Social support includes supports from supervisor, 
coworker, and spouse, friends and relatives. 
It was found that job strain was predicted by three teacher 
background characteristics, namely age, professional rank and 
teaching level. Teachers who were young, of graduate status and 
teaching lower forms experienced a higher level of job strain. 
All measures of job stress were found to correlate 
positively and significantly with job strain. Besides, they were 
predictive of job strain. Teachers who were more uncertain about 
the future, having heavy workload and a higher level of needs 
deficiency were found to be more strained, 
It was revealed that social support exerted main effects on 
both job stress and job strain. The main effects chiefly came 
from coworker and supervisor support. The support from spouse, 
friends and relatives were not effective in lessening teachers' 
stress and strain. Concerning the buffering effect of social 
support on job strain, this study failed to find evidence in this 
respect. 
• • • 111 
From the results of the present study, it is evident that 
the teaching profession in Hong Kong is highly stressful. All 
measures of job stress were shown to be related to job strain. 
Nevertheless, teachers‘ stress and strain can be alleviated if 
social support is available. School authorities, teachers‘ 
organizations and the Education Department should not hesitate to 
give their support to stressful teachers. Moreover, they can 
refer to the findings of the present study in formulating 
appropriate stress-reduction programs； providing a better working 
environment and designing better intervention programs to help 
stained teachers. 
It is also recommended that future research should focus on 
‘ the establishment of causal models of teachers‘ stress based on 
direct observations and interviews. Other relevant variables as 
role-based stress, job complexity, organizational climate in 
school, teachers‘ participation in decision making, 
communications in schools, principal's leadership style and 
personality variables should also be included and studied. The 
organizational and personal consequences of strain, the effects 
of job stress on behavioral and physiological strains, and the 
objective measurement of stress, strain and support should also 
be taken into account in future research. 
i v 
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NATURE OF THE PROBLEM 
For many people, the work environment is a major source of 
social-psychological stressors, felt strains, and subsequent ill 
health (Margolis, Kroes, & Quirm, 1974). This is no exception for 
teachers in the educational field (Kyriacou & Sutcliffe, 1978a; 
Kyriacou, 1980; Philips & Lee, 1980; Tung & Koch, 1980; Blase, 
1982; Leach, 1984; French, 1985; Blase, 1986). 
Stress is increasingly becoming a recognized occupational 
hazard of the teaching profession (Pettegrew & Wolf, 1982) • Many 
surveys have been undertaken to identify the degree of stress 
among teachers. For example, Dunham (1976), in a survey of 658 
primary and secondary school teachers in the United Kingdom, 
concluded that more and more severe stress is being experienced 
by teachers than ever before. In a study conducted by Kyriacou 
and Sutcliffe (1978b) to investigate the prevalence, sources, and 
symptoms of stress among 257 school teachers in 16 medium-sized, 
mixed comprehensive schools in England, approximately 20% of the 
respondents rated being a teacher as either very stressful or 
extremely stressful. Pratt (1978) found a similar figure amongst 
English Primary school teachers. 
Teachers appear to perceive their jobs as more stressful 
than other comparable professionals. Pratt (1978) reported that 
6 0 . o f teachers surveyed reported some nervous strain, in 
contrast with 51.5% of� 、other professionals' and 36.1% of a 
sample of employed people. Cox, Mackay, Cox, Watts and Brockley 
(1978) likewise reported that, in a study comparing school 
teachers with semi-professionals matched for sex, age, and 
1 
marital status, 79% of the teachers mentioned their jobs as a 
'main source of stress in their life', whereas only 38% of the 
non-teachers did so. ‘ 
There is no doubt that teaching is a stressful profession. 
Teachers have to face a lot of stressful events in school, such 
as student discipline problems, poorly motivated students, and 
poor working conditions. They also have to spend a lot of school 
time in doing non-instructional activities like filling out forms 
and reports unrelated to the needs of the students (Kyriacou & 
Sutcliffe, 1978b; Lieberman & Miller, 1978; Philips & Lee, 1980). 
Problems caused by stress can go a lot deeper than the 
quality of a teacher's performance in school. If left unresolved, 
stress will have a substantial negative impact on teachers‘ 
physical and mental health. According to a survey conducted in 
1977 by the Chicago Teachers Union, more than half of the 5,000 
teachers responding to the survey reported that they had 
experienced physical illness that they felt was related to stress 
from their work. More than one-fourth of the teachers in the 
Chicago survey had experienced some form of mental illness that 
they felt was related to occupational stress. 
Dunham (1980) believed that when stress situations could not 
be modified, teachers would attempt to protect themselves by 
withdrawing from them. Absenteeism, truancy, leaving teaching, 
sickness, absence and early retirement were some of the more 
obvious forms of withdrawal. Kyriacou and Sutcliffe (1979) also 
regarded stress as a major factor in teachers' decisions to leave 
teaching. The turnover of teachers will adversely affect the 
smooth functioning of the school system. 
. Teachers in Hong Kong are also facing substantial stress. 
With the introduction of nine-year compulsory education, every 
school-aged child, whether willing or not, needs to attend 
school. This leads to a general decline in the average quality of 
students and poses more difficulties for teachers (Mo, 1989). 
One of the sources of stress comes from pupil' misbehaviour. 
Discipline problem is always regarded as a headache to teachers 
especially those serving in new schools. Pupils are rude and 
rebellious and they show no respect to teachers.According to the 
Fourth Education Commission Report which was released in 
November, 1990, the number of incidents of unruly behaviour was 
on the rise. There were 8% more cases in 1988-89 over the 
previous year and 16% more cases in that year over 1986-87. 
Delinquent behaviour in secondary schools was also on the 
increase. The number of cases increased by 14% between 1986-87 
and 1987-88 and 1.5% between 1987-88 and 1988-89. 
Besides students' misbehaviour, non-supportive principals 
and parents also cause stress to teachers, They are difficult to 
deal with and they often put the blame on teachers instead of the 
pupils (Ma, 1984). Moreover, the lack of communication between 
teachers and principals, lack of participative decision making, 
lack of promotion prospect due to poor career structure and 
autocratic administration together with an unequal distribution 
of workload add up to make schools a stressful and frustrating 
work place (Lee, 1984). 
Teachers often complain of heavy workload and lack of 
sufficient time to prepare lessons. This is one of 七he major 
factors contributing to the recent acute teacher shortage in Hong 
Kong. Besides teaching, teachers have to be responsible for 
various kinds of extra-curricula activities, counselling and 
administrative work. They need to take up many non-teaching 
duties, and spend a lot of time in preparing lessons and marking 
exercises. The workload is too heavy to bear. Thus, the teaching 
profession lacks attractiveness and results in large teacher 
turnover. 
The adverse effect of heavy workload can be seen in a survey 
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on teacher wastage conducted for the second year running by the 
H .K. Subsidized Secondary Schools Council in September, 1990. 
Teacher wastage has reached 11.33% over 1989 's figure of 8.5%. 
This represents a near doubling of the relatively constant rate 
of 6% recorded in the mid-80s. In the face of such a serious 
exodus of local secondary school teachers, majority of the 
principals believed that a reduced workload, smaller classes and 
increased salaries would persuade more teachers to stay in the 
profession (S.C.M.P., 17.11.1990). 
Under stressful working conditions, teachers will lose 
their enthusiasm, dedication, job satisfaction and professional 
commitment. Teachers who have been teaching for Just a few years 
begin to suffer from occupational disease like sore throat, 
stomachache, sleeplessness and bad tempered behaviour since they 
are constantly exposed to stress (Ma, 1984). 
From the above analysis, it is obvious that stress is a 
severe problem which results in strain and subsequent illness. In 
fact, medical evidence has shown that being exposed to stress on 
a regular basis will trigger off major illnesses as cancer, 
hypertension and coronary heart disease (Goliszek, 1988). 
Therefore, we should pay great attention to the problem of stress 
since it affects both the physiological and psychological well-
being of an individual. 
Willard McGuire, former president of the National 
Educational Association stated that stresses in schools had led 
to the recently recognized syndrome of teacher burnout, and it 
would threaten to reach hurricane force if left unchecked 
(Morrow, 1981; Anderson & Iwanicki, 1984). According to LaRocco 
et al.(1980), Schwab et al.(1986), Jayaratne and Chess(1983), 
burnout is a job-related strain. Burnout is described as the 
feeling of exhaus七ion and fatigue resulting from excessive 
demands on energy, strength, or resources (Freudenberger, 1974, 
1977〉， and as a painful and personally destructive response to 
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excessive stress (Mattingly, 1977). 
What is the ultimate source of job stress? S6me researchers 
have focused on the demands of the job, such as work overload, 
uncertainty and alienating technologies. Other researchers have 
focused on characteristics of the worker, such as aptitudes and 
rigidity in dealing with problems. Clearly, characteristics of 
both the job and the individual can make important contributions 
to job stress (House, 1981). Therefore, in examining teacher 
stress, it is important to consider not only personal and 
situational factors separately. Person-situation interaction also 
needs systematic attention, a point of view emphasized by 
Cronbach (1957). Based on his reviews of research in several 
fields, Bowers (1973) has extended this point further by showing 
that person-situation interaction is frequently more important 
than individual differences or situational differences in 
explaining behavioral variance. 
There is one special feature about this study that deserves 
attention. In the Joint Declaration announced on 
September,26,1984, British sovereignty over Hong Kong would be 
passed over to China in 1997. This announcement is a great blow 
to the people of Hong Kong. Many Hongkongers are wondering what 
Hong Kong will become politically, socially and economically 
under China's regime. Basically, local people understand that 
Hong Kong will undergo changes but the changes are not obvious 
and certain. As Patel (1984) has stated that the formula of one 
country, two systems as applied to the present Hong Kong 
situation had caused considerable anxiety and uncertainty because 
of the historical segregation between Hong Kong and China and the 
differences in their political organization. 
The uncertainty of Hong Kong's future has imposed severe 
stress on many people since they are not sure what changes will 
come about and worst still, they lack confidence in the post 1997 
government. They are afraid that their occupational well-being 
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will be threatened since they are not certain whether their job 
skills and knowledge will be of use and value under the new 
political system. ‘ 
As for the teaching profession, it is not given great 
importance in China and teachers occupy a low social status. 
After 1997, will teachers in Hong Kong face the same undesirable 
treatment? Are they certain about their job security in the 
future? Caplan, Cobb, French, Harrison and Pinneau (1980) have 
incorporated job future ambiguity as a stress factor affecting 
strain in their study of job stress among 23 occupations. Will 
this factor have any effect on teacher stress and strain in 
contemporary Hong Kong? The present study will attempt to explore 
this question. 
There are quite a number of strategies to reduce stress, 
protect health, and enhance the quality of working life. Among 
them, social support is regarded as an effective means by both 
scientists and laypersons in reducing stress, improving health, 
and buffering people against the deleterious effects of stress on 
health (House, 1981). Thus social support provides an 
attractive and, so to speak, triple-threat strategy for 
preventing adverse effects and promoting beneficial effects of 
the social environment on health. 
PURPOSE OF THE STUDY 
In view of the significance of person-situation interaction 
in explaining stress, the present study attempts to explore the 
job stress experienced by Hong Kong Aided Secondary School 
teachers and its relationship to personal strain by adopting 
the conceptual framework of Person-Environment (P-E) Fit theory. 
Moreover, in the face of uncertainty over Hong Kong's future, job 
future ambiguity as a stress factor in explaining teachers' 
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strain will also be studied. The importance of social support in 
mitigating stress and strain, and lessening the impact of stress 
on strain will also be investigated. It is the intention of the 
present study to raise the level of consciousness about teacher 
stress so that potential problems can be recognized before they 
occur. 
All in all, the present study aims to research into the 
following questions: 
1. Do components of teachers‘ perceived job stress correlate 
positively with and have contributions to components of teachers‘ 
perceived strain in Hong Kong Aided Secondary Schools? 
2. Do components of teachers‘ perceived social support 'correlate 
negatively with and have contributions to components of teachers ‘ 
perceived job stress in Hong Kong Aided Secondary Schools? 
3. Do components of teachers‘ perceived social support correlate 
negatively with and have contributions to components of teachers ‘ 
perceived strain in Hong Kong Aided Secondary Schools? 
4. Do components of social support buffer or reduce the effect of 
stress on strain among teachers in Hong Kong Aided Secondary 
Schools? 
SIGNIFICANCE OF THE STUDY 
The P-E fit theory developed by French, Rodgers and Cobb 
(1974) have been used in the study of job stress in many 
occupations. It has not been applied to the study of job stress 
of teachers especially with reference to teachers in Hong Kong. 
According to French et al. (1974), job stress occurs when there 
is poor fit in the job environment. It will be of interest to 
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know how this theory explains teachers'stress in the local 
setting. The findings of the present study will provide insights 
for the teaching profession, the Education Department as well as 
other related organizations to develop suitable programmes to 
help teachers cope with stress successfully so as to promote 
their psychological well-being and positive health. 
If social support is found to play a significant role in 
alleviating stress and strain, related parties as supervisor, 
coworkers, spouse, friends and relatives should not hesitate to 
give their support to stressful teachers. Social support should 
be highly emphasized as a powerful means to reduce teachers' 
stress and strain in the educational sector of Hong Kong, 
The incorporation of job future ambiguity as a stress 
factor in the present study highlights its difference from 
previous conventional research on teacher stress and makes the 
present study more special and meaningful. It is hoped to 
reflect the viewpoints and feelings of the teachers towards 
their job security beyond 1997 to the Chinese and Hong 
Kong governments so that both governments will cooperate to make 
appropriate measures to reassure the confidence of the educators 




REVIEW OF LITERATURE 
JOB STRESS 
Conceptualizations of stress 
Although the term� 、occupational stress‘ has been widely 
used(e.g. Cooper & Marshall, 1976; Ferguson,1973), there appears 
to be little consensus as to how the term should be defined, nor 
as to the model of occupational stress that should be employed. 
Definition of the term ‘ stress‘ depends very much on the approach 
of those using it. Lazarus (1971) noted that it might 
have physiological, psychological and sociological referents, 
though these were not necessarily independent of each other. 
Indeed, these represented different aspects of the same total 
reaction. 
Leach (1984) defined stress as a state of the individual in 
which physiological and biochemical changes in the organism (such 
as increased heart-rate, blood pressure or the release of 
adrenocorticotrophic hormones into the bloods七ream〉 occurred as a 
result of some discrepancy between the individual 's perceived 
work demands and ability, or an anticipation of negative 
consequences (such as a threat to self-esteem or well-being) 
following a failure to cope with demands seen as important by 
self or others, or following the frustration of attempts to apply 
skills effectively to achieve goals perceived as important by 
the individual by factors in the job environment. 
According to Kyriacou and Sutcliffe (1977), stress is 
defined as a response by an individual of negative affect (such 
as anger, anxiety or depression) accompanied by potentially 
pathogenic physiological changes (such as increased heart rate, 
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or release of adrenocorticotrophic hormone into the blood stream) 
as a result of the demands made upon the individual in his work. 
Lazarus (1974) defined stress as the experience by 
individuals of unpleasant, negative emotions and distress that 
exist when the problems confronting them threaten their well-
being, and suppress their ability to resolve these problems. 
Cox (1980〉 conceptualized stress as a dynamic transaction 
between a person and his/her environment. Such a definition 
emphasizes that stress is an individual perceptual phenomenon 
which results from a comparison between perceived environmental 
demands and the individual's ability to cope with such demands. 
When individual coping proves to be relativ<ely ineffective and 
exposure to stressors prolonged, functional and Structural 
damages to the individual may occur. 
According to Bacharach, Bauer and Conley (1986), stress may 
be operationalized as that point at which the magnitude of stress 
stimuli exceeds the individual's capacity to resist. Stress is a 
function of the interplay between personal and organizational 
characteristics. Clear examples of this conception of stress may 
be seen in the literature dealing with the personality-
environment fit. 
French (1973) referred stress to� 、any characteristics of the 
job environment which poses a threat to the individual - either 
excessive demands or insufficient supplies to meet his needs.' 
Stress also refers to a misfit between the person and his 
environment. 
Lazarus and Folkraan (1985) defined stress as a particular 
relationship between the person and the environment that is 
appraised by the person as taxing or exceeding his or her 
resources and endangering his or her well-being. 
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Despite the many definitions of stress, two common usages of 
the term may be clearly distinguished (Cox, 1975; McGrath, 1970). 
The first usage, that of stress as pressure exerted by the 
environment, has been labelled the engineering model (Cox,1975； 
Hinkle, 1974; Wild & Hanes, 1976). It defines stress in terms of 
the stimulus characteristics of the environment, and essentially 
conceptualizes stress as pressure exerted by the environment on 
an individual. The second usage, that of stress as a state of the 
individual, has been labelled the physiological model (Cox, 
1975). It defines stress in terms of a state or response pattern 
displayed by an individual, and essentially conceptualizes stress 
as something that happens within the individual. 
For the purpose of the present study, the engineering model 
will be adopted since it has the closest tie-in to the ‘person-
environment fit ‘ formulation. Caplan et al. (1975) said ‘stress ‘ 
refers to ‘any characteristics of the job environment which poses 
a threat to the individual‘. This conceptualization of stress is 
consistent with that from engineering, where stress is viewed as 
a force that induces strain or deformation in that to which it is 
applied (McLean, 1974). 
Sources of ？^trftf^fi 
Many researches have been conducted in investigating the 
sources of teacher stress. Cichon and Koff (1979) employed a 
research analogous to 七he ^life events inventory' used by Holmes 
and Rahe (1967) to uncover a list of the most stressful events 
for teachers. Most troublesome among teaching events were 
involuntary transfer, dealing with disruptive students, 
notification of unsatisfactory work performance, and being 
physically threatened by students. 
The National Institute of Education conducted a study 
(Golladay & Noel, 1978) that asked teachers to rank problems that 
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hindered the quality of their service. Student discipline, 
student attitudes, incompetent administration, heavy work loads, 
and lack of resources hindered teacher service the most. 
Kyriacou and Sutcliffe (1978b) in a study to investigate the 
prevalence, sources and symptoms of stress among school teachers 
in medium-sized mixed comprehensive schools in U.K. found out 
that about 20% of the teachers rated being a teacher as either 
very stressful or extremely stressful. Out of the 51 items of 
stress, the teachers found the following items more stressful to 
them:pupils‘ poor attitudes to work,trying to uphold/maintain 
values and standards,poorly motivated pupils, covering lessons 
for absent teachers,too much work to do,lack of time to spend 
with individual pupils, individual pupils who continually 
misbehave. A principal component analysis of the sources of 
stress revealed factors labelled pupil misbehavior, poor working 
conditions, time pressure, and poor school ethos. These four 
factors accounted for 52.0% of the total variance. The items with 
high loadings are noisy pupils, difficult classes, and difficult 
behavior problems for 七he factor pupil misbehavior; poor career 
structure, poor promotion opportunities, inadequate salary, and 
shortage of equipment for the factor poor working conditions; not 
enough time to do the work, too much work to do, and 
administrative work for the factor time pressure; inadequate 
disciplinary policy of school, lack of consensus on minimum 
standards, and attitudes and behavior of headmaster for factor 
poor school ethos. 
Cox (1980) grouped the sources of teacher stress considered 
by a conference on teacher stress attended by 65 people under 5 
headings : (1) training and career development (e.g. inadequate 
induction, unfulfilled ambitions), (2) nature of work (e.g. 
excess workload, disruptive pupils, constraints on resources, 
rate of educational change), (3) work environment (e.g. ill-
designed, noisy) (4) school organization (e.g. size of school, 
poor administration, bad management, role conflict), (5) school 
i � 
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and community (e.g. lack of support from parents, excessive 
demands made by society). 
Pratt (1976, 1978) has reported the results of a study of 
124 primary school teachers in U.K. The teachers were asked to 
complete a Teacher-Event Stress Inventory (TESI) which consisted 
of 43 items describing potentially stressful occurrences. A 
cluster analysis of the items indicated six clusters which were 
labelled (1) staff relations, (2) non co-operative children, (3) 
inadequate teaching, (4) aggressive children, (5) extra ；jobs, and 
(6) concern for children's learning. 
In a study conducted in a school in U.K., the sources of 
stress considered to cause the greatest stress to teachers were 
difficult individual pupils, trying to maintain and raise the 
standards, and lack of promotion prospects (Coldicott, 1985). 
Besides social factors, psychological factors are also 
considered as contributors of stress. According to Beech (1982), 
work fulfills a number of basic human needs. Stress may arise 
when there is a failure to satisfy these needs or when there is a 
perceived threat to their satisfaction. Anderson and Iwanicki 
(1984) pointed out that teacher motivation was a crucial concern 
in education. Teachers are struggling to find job satisfaction 
through fulfillment of their professional needs. Both Moe 
(1979) and Scrivens (1979) hypothesized that the inability to 
meet these needs would produce the mental and physical stress 
that would drive many teachers from the classroom. 
In general, teacher stress can be attributed to excessive 
job demands and deficiency in the fulfillment of needs. It is 
manifested through the interaction of person and environment. 
Caplan, Cobb, French,Harrison and Pinneau (1975) stated that 
there are two types of job stress which threaten the person: 
either demands which he may not be able to meet or insufficient 
supplies to meet his needs. These two types of job stress have 
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been explicated by the theory of P-E fit developed by French, 
Rogers and Cobb (1974). 
� ‘ 
THEORY OF P-B FIT 
A promising model for conceptualizing occupational stress is 
derived from person-environment (P-E) fit theory (French & Kahn, 
1962; French, Rogers & Cobb, 1974; Harrison, 1976). In 
integrating the effects of the person and the environment in the 
study of Job stress, over several years members of the Social 
Environment and Mental Health research programme at the Institute 
for Social Research, the University of Michigan,, have elaborated 
a general model of fit between the person and the environment and 
its relationship to Job stress (Campbell, 1974; Caplan, 1972; 
French & Kahn, 1962; French et al., 1974; Harrison, 1976; House, 
1972; Pinneau, 1976). The theory has been sufficiently developed 
and tested to indicate that it holds much promise in providing a 
systematic approach to the conceptualization, assessment and 
reduction of job stress (Harrison, 1985). 
Two kinds of fit between the individual and the environment 
are considered. One kind of fit is the extent to which the 
person's skills and abilities match the demands and requirements 
of the job. Misfit of this type reflects strain for 七 he 
organization. For example, the individual may not have the 
managerial skills or technical competence to perforin the 
designated work role, resulting in poor coordination and lowered 
productivity within the organization(Harrison, 1985). Another 
kind of fit is the extent to which the job environment provides 
supplies to meet the individual's needs. Misfit of this type 
reflects stress for the individual. For example, the job may 
provide too little security, pay, or achievement opportunities 
for the needs of the individual, resulting in dissatisfaction, 
anxiety or psychosomatic complaints. When misfit of either kind 
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threatens the individual's well being, various health strains 
will result. The theory is presented in Figure 1. The concepts 
within circles are discrepancies between the ‘ two adjoining 
concepts. Solid lines indicate causal effects. Broken lines 
indicate .contributions to interaction effects. 
with 
\ reality / . 
Objective ) Subjective 
environment environment 
(Object ive ] ^ . 。， / Subjective\ 
I P - E fit j Coping Defence I p.^： fit i " Strains I l lness 
^ ^ u 
Ot^ective 7 _ ^ — Subjective 
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/Accuracy \ 
L of self- L 
Vassessmenty 
Figurfi 1 : A model describing the effects of psychosocial stress 
in terms of fit between the person and the 
environmen t. 
Harrison K.V. (1980). Person-Environment Fit and Job 
Stress. In C.L. Cooper & R. Payne, Stress nt-. wnrk^ 
P. 176. 
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A good fit occurs when the job environment can provide the 
supplies wanted by the person while the person can provide the 
% 
abilities required by the job environment. Good fit can enhance 
the well-being of the individual. For example, Morse(1975) 
suggested that the continued experience of good fit enhanced the 
individual's sense of competence and self-worth. 
Harrison (1980) stated that P-E fit could be used to define 
job stress. P-E fit theory stress occurs when there is a 
discrepancy between the person and the occupational environment. 
A job is stressful to the extent that (1) it does not provide 
supplies to meet the individual's motives and (2) the abilities 
of the individual fall below demands of the job which are 
prerequisite to receiving supplies. In both cases, the 
individual's needs and values will not be met by supplied in the 
job environment. Poor fit can lead to several types of strain or 
deviation from normal responses in the person (Harrison, 1985). 
This will lead to physical or mental illness if left unchecked. 
Moreover, the greater the mismatch between an individual's needs 
and abilities and the rewards and demands of the job the poorer 
the P-E fit and the greater the occupational stress. 
Many other researchers also regard job stress as a 
phenomenon of person-environment mismatch. Jahoda (1961) 
considered that a 、！natch' or� 、best fit ‘ of individual to 
environment is viewed as expressing itself in high performance, 
satisfaction and little stress in the system whereas a ^lack of 
fit' is viewed as resulting in decreased performance, 
dissatisfaction and stress in the system. 
Stress occurs when there is� 、a perceived excess of 
environmental demands over an individual's perceived capability 
to meet them and when failure to meet these demands has important 
perceived consequences' (McGrath, 1970). Implicit in this 
definition is the assumption that stress occurs when there is a 
lack of fit between environmental demands and individuals' 
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capacities to respond to these demands. After reviewing various 
conceptions of stress, Beehr and Newman (1978) believed job 
stress phenomenon involved complicated interactions between 
person and environment. 
INDIVIDUAL NEEDS 
One kind of job stress in the P-E fit theory is insufficient 
supplies to meet an individual's needs. An explanation of stress 
is rooted in the psychological realm emanating from ‘needs 
theory'(Feitler & Tokar, 1986). Teachers have basic needs, as do 
all adults. When these are not met, frustration, anxiety and 
threat are likely to occur; the individual feels depressed. 
Maslow's (1976) hierarchy is familiar to most educators. Stress 
occurs when a lower order need is blocked or gets unfulfilled. 
Safety is an obvious need. When teachers fear for their physical 
safety, they experience stress. 
Studies of motivation based on the concept of needs in the 
work environment are rooted in personality theories developed by 
psychologists such as H.A. Murray (1938) and Abraham Maslow 
(1976). Murray' 
s list of needs is considerably longer than that 
of Maslow's and has not been applied as widely as the Maslow's 
hierarchy theory (Lawler, 1973) . Maslow's theory categorizes 
human needs into five broad groups. The hierarchy of needs is 
presented in Table 1. 
Maslow's needs are related to one another and are arranged 
in a hierarchy of prepotency. The more prepotent a need is, the 
more it precedes other needs in human consciousness and demands 
to be satisfied. This observation leads to the fundamental 
postulate of Maslow's theory: higher-level needs become activated 
as lower level needs become satisfied. 
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Pliysiulogiail (uid Psychological 
Needs Indicntors ‘ 
Level 5 
Sclf-acUializiilion Achicvcincnl of potential 
or Scir-fiillilliiUMil Maximum scir-clcvi-lopinonl crcalivily, 
and seir-cxprcssiou 
l.evel 4 
Isslccni Scif-rciipccl—achii;\'cincnl, coinpclcncc, 
and confulcncc 
Deserved respect of others—sUiliis, … 
rccognilion, clignily, and i")pri.、eiali()" 
l.evd 3 
Hcloiigiiig, love, Salisfaclory associations willi olhors 
and social iicli\-ilics Belonging to groups 
- Giving and receiving friendship ami 
afFoclion 
Laval 2 
Sal'uly unci security Protection against danger and ihrcat 
I'Voedoni from fear, anxicly, and chuos 
Need for structure, order, law, liinils 
and slabilily 
Level 1 
Ph)'siological Hunger Taste Sleep 
Thirst Smell 
Sex Touch 
Table 1 ： Maslow's Hierarchy of Needs Theory of Human Motivation 
Hoy, W.K.， & Miskel, C.G. (1987) Educational 
Administration, P. 179 
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Teacher motivation is examined in this study using the need 
deficiency conceptualization adapted by Porter (1961) from 
Maslow‘s hierarchy of needs and applied to schools by Trusty and 
Sergiovanni (1966), Carver and Sergiovanni (1971), Birarda 
(1978), Goldsberry, Henderson and Sergiovanni (1978). 
From lowest to highest order, the five areas of the 
hierarchy identified by Porter are security, social, esteem, 
autonomy, and self-actualization needs. In adapting Maslow‘s 
conceptualization, Porter has deleted physiological needs and 
added autonomy needs. The rationale for this modification is that 
physiological needs seem to be satisfied reasonably well in 
professional organizations, while the need for autonomy or the 
desire for control over one's environment seems particularly 
important in professional organizations. Through their work with 
teachers, Sergiovanni and Carver (1971) have defined Porter 's 
five need areas as follows: 
(1) Security is the teacher perceived need for money, benefits, 
and tenure associated with one's job. 
(2) Social is the teacher perceived need for acceptance, 
belonging, friendship, and membership in formal and informal 
work groups. Affiliation is another term for this need. 
(3) Esteem is the teacher perceived need for self-respect and 
respect by others as a person and as a professional. 
(4) Autonomy is the teacher perceived need for authority, 
control, and influence. 
(5) Self-actualization is the teacher perceived need for 
personal and professional success, achievement, peak 
satisfaction, and working at full potential. 
Need deficiency along these lines is determined by assessing 
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the level of fulfillment teachers actually derive in a particular 
area through their work, as well as the level of fulfillment they 
desire. Need deficiency is then the difference between the actual 
and desired levels of need fulfillment. The larger the need 
deficiency in a particular area, the greater the level of 
unfulfilled need. 
JOB DEMANDS 
Another kind of job stress in the P-E fit theory is the 
individual's inability to meet the demands of the job. As all 
teachers know, the job is not just confined to classroom 
teaching. They are often asked to accept additional 
responsibilities in addition to their ordinary teaching 
(Galloway, Panckhurst, Boswell & Green. 1982). 
According to Smilansky (1984), the teacher has to play 
multiple roles such as supporting parents, disciplining 
taskmaster, stimulating actor and informative resource person. 
The heavy workload has put teachers under severe pressure. It is 
no doubt that many teachers reported their job as very stressful. 
Work overload has deservedly received much attention as an 
important stressor. It exists when the individual has too much 
work to do in a given period of time. He may be fully competent 
in his work but the time restriction is what elicits the stress 
reaction. Work overload could involve working for long hours 
without appropriate rest periods, as with excessive overtime. It 
can be created by an inability to complete work due to frequent 
interruptions or by the imposition of unrealistic deadlines. 
Most organizations have some form of time pressure over 
their employees - deadlines for unit production quotas on an 
assembly line, deadlines for work projects, deadlines for 
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reports, et cetera. Chronic time urgency can lead to overarousal 
with the consequence that the cardiovascular system may be 
adversely affected (Friedman and Rosenman, 1974). 
In a nutshell, work overload refers to having too many 
demands to meet adequately. The job demands are such as to exceed 
the individual's perceived ability to meet the demands (Beech, 
1982). 
From an interactionist's standpoint, stress occurs when 
demands tax or exceed adjustive resources (Cox, 1980； Lazarus, 
1976). Cohen and Scacapan (1978) suggested that an individual's 
capacity for attention shrinks (especially when demands are 
prolonged), resulting in cognitive fatigue and insufficient 
attention to perform other demanding tasks. A demand level 
perceived as excessive can lead to fragmentation of thought,- loss 
of integrating ability (Levi, 1981), exhaustion and 
dissatisfaction (McGrath, 1970). 
In SL survey on urban elementary school teachers ‘ perceived 
stress conducted by Milstein, Golaszewski and Duquette (1984), 
work overload was found to be most stressful to teachers who 
reported averaging nine or more hours of Job-related work per 
day. A survey of teachers in the Wellington Education Board 
showed that teachers experienced substantial stress from a large 
number of resources. The results highlighted the complexity of 
the teacher's job (Galloway et al., 1982). 
Recently, teacher shortage is the most important problem in 
the teaching profession of Hong Kong. Mr. Cheung Chi Kong the 
chairman of the H.K. Subsidized Secondary School Council, 
pointed out that the chief reason for teacher turnover was due to 
the heavy workload which imposed high mental stress on teachers. 
There are too many clerical works and teachers often need to work 
overtime. They even need to bring their work home. 
Thus, excessive workload has accelerated the turnover and 
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absenteeism of teachers. 
Teachers in local secondary schools have to be responsible 
for many non-teaching duties such as students‘ health scheme, 
students'record card, fee remission scheme, counselling and many-
others . Besides, they have to spend much time in preparing 
lessons and marking exercises. The heavy workload puts great 
pressure on teachers and many of them want to leave this 
stressful environment. Worst still, the four teachers‘ colleges 
and the two colleges of education of the two universities have 
experienced a decline in the number of applicants. Students are 
afraid of the heavy and complex workload borne by teachers that 
they lose the enthusiasm and confidence to become teachers. 
JOB FUTURE AMBIGUITY 
Job future ambiguity refers to the amount of certainty the 
person has about his job security and career security in the 
future. It refers to uncertainty about one's career future 
(Caplan et al., 1980) . This uncertainty inevitably will create 
immense stress for those who experience it. 
According to Atkinson and Hilgard (1985), lack of 
predictability or uncertainty can make it difficult for an 
individual to deal with stressful events, and it will create 
chronic stress for people. Moreover, uncertainty about the future 
has been related to strains such as anxiety (Archer, 1979). 
M t e r 1997, Hong Kong will be under the PRC regime. 
Although the Chinese government has promised� 、one country two 
systems', and will allow Hong Kong a high degree of autonomy in 
its domestic affairs and to retain the present system of law and 
education, the Chinese leadership's sincerity in maintaining the 
status quo of Hong Kong for another 50 years after 1997 is 
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doubted by many Hongkongers. The unilateral guarantees are still 
perceived to be inadequate because there is as yet no provision 
for concrete mechanisms to safeguard Hong Kong‘s autonomy after 
1997 so as to avoid external intervention (Cheng, 1984). 
Therefore, many things are bound to change and it requires an 
adaptation to the new political system. Many people are uncertain 
whether their job skills and knowledge will be of use and value 
under a completely different political system. 
As for the teaching profession, China does not put a high 
valuation on the status of teachers. From what are reported in 
newspapers and magazines, teachers in China do not have a high 
social standing. During the Cultural Revolution, the six million 
teachers in China suffered a lot of unequal treatments and many-
intellectuals were persecuted. The social status and reputation 
of teachers are extremely low. Their skills are not highly valued 
by society as they are poorly paid. 
A survey was carried out in 24 provinces in May, 1987 to 
investigate the return of teaching service. It was found that the 
average annual salary of teachers was only RMB1337.39, this was 
unreasonably low as compared with other occupations. The average 
annual salary of the total labour force was RMB1332, but this did 
not include other sources of income. In fact, the average salary 
of teachers was lower than that of the total labour force. 
Moreover, the average hourly wage rate of the total labour force 
in 1986 was RMB0.55, yet it was only RMB0.47 for teachers. The. 
actual wage rate of teachers was only 85.45% of the average wage 
level of the total labour force (王 , 1 9 8 8 ) . 
According to the statistical findings by the Chinese 
authority in 1988, the average salary of teachers ranked lowest 
among a few large professions. The growth rate of salary was also 
lower than other professions. In 1987, the average salary for 
labours in the industrial sector recorded a growth of 10.8% 
higheir than last year, but the growth rate was only 5.8% for the 
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educational sector. In comparison with the commercial, 
transportation and construct ion sectors, the salary of teachers 
was 2.1% lower and wag ranked second last ( 焦 , 1 9 8 8 ) . 
Besides low payment, the we Ifare of teachers is also very 
poor. They do not enjoy good fringe benefits as provident fund, 
medical and housing allowances ( g 各，1987). Overall speaking, 
their living standard is very low. In 1986, the average expenses 
on living of the total population amounted to RMB69 but was only 
RMB64.05 for teachers ( 王 , 1 9 8 8 ) . 
China's low valuation on the teaching profession is also 
reflected in the low level of government expenditure on 
education. The educational investment of China is much lower than 
countries with the same level of economic development, and 
difference was approximately 0.7% (何，節， 1 9 8 8 ) . Over more than 
30 years, the educational expenses of China were only 2% of the 
Gross National Product and were ranked second last in the world 
(何，SiJ , 1988). 
On October,1, 1984, Deng Xiaoping emphasized that the social 
status of educators should be upgraded and people should pay 
respect to them ( 丰 ， 1 9 8 5 ) . Nevertheless, they are still being 
ignored, insulted and despised. This is chiefly because 七he 
Chinese government has not seriously consider the status of 
educators and they continue to look down upon the intellectuals 
especially the primary and secondary school teachers. 
Worst still, many people disrespect the teachers even to the 
extent of using violence. From January, 1988 to April, 1989, 156 
cases of violence against teachers occurred in Honan Province, 
leading to the death of 3 teachers and 13 teachers were seriously 
injured (明報， 1 0 . 5 . 8 9 ) . The culprits even admitted that 
teachers were their attacking targets. Some young teachers 
because of their occupation were ill treated by their families, 
friends and relatives (豁， 1 9 8 7 ) . One teacher was so 
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depressed that he even sadly described teachers as ants and 
anyone could step on them (明幸R , 10.5.89). 
From the above, we can see that the teaching profession is 
not regarded highly by the government and the general public in 
•China. Many teachers feel upset and hopeless that they quit their 
job and engage in small retail trade instead. A newspaper agency 
has interviewed 679 teachers in Hunan Province and found that 
most teachers disliked their job and 75% of them wanted to change 
job (百姓半月干(J , 1.4.89). It was found that in a small city 
from January, 1984 to September of the same year, there were 104 
secondary school teachers resigned (丰， 1 9 8 5 ) . From 1980 to 
1984， 1500 Guangzhou secondary school teachers left their job and 
this accounted for 10% of the total secondary school teachers 
(李， 1 9 8 6 ) . It is beyond doubt that the massive teacher turnover 
is attributed to the low social status, poor welfare and low 
salary of teachers. 
It is really sad and depressed to learn that the teaching 
profession in China has such a miserable low social status. Will 
the social status of teachers in H.K. be downgraded to that of 
their Chinese counterparts aft^r 1997? This poses an uncertainty 
for teachers about their job future. 
Furthermore, the 1997 issue has brought about substantial 
changes in the educational sector. Morris (1988) pointed out 
that the impending return of H.K.'s sovereignty to China had a 
marked effect on the curriculum of secondary schools. Firstly, it 
has affected the range of subjects which are available for study. 
Secondly, it has influenced both the content and treatment of 
topics within the existing secondary school curriculum. The two 
specific influences identified were a distinct Sino-
centrification and politicization of some subjects. Thirdly, the 
1997 issue has resulted in the Government producing a new set of 
moral education guidelines under the guise of the civic education 
guidelines. Besides, the 1997 changes will require increased 
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attention to Putonghua as well as Cantonese. These changes may-
pose a threat to the skills and knowledge that teachers at 
present possessed. They may not be certain whether their skills 
will be of use and value after 1997.As Patrikeef (1989) visited 
his former school in late 1989 and found that many teachers were 
worrying which dialect, Cantonese or Putonghua, would be used. If 
it were to be the latter, many teachers might not have an 
adequate technical vocabulary with which to teach efficiently. 
The Joint Declaration signed in 1984 has mentioned that the 
H.K. Special Administrative Region could continue to recruit 
educational staff from abroad, presumably expatriates. However, 
it applied equally well to teachers and administrators from 
China. There are many in China who would be more than happy to 
work in H.K. and would be able to present excellent 
qualifications and experience records. According to Yee (1986), 
this may pose a threat to H.K. educators as a new competitive 
situation will arise. Thus, beyond 1997, the job security of 
teachers in H.K. would be endangered in face of competition from 
those in China. 
In the face of future uncertainty, it is not a surprise to 
find that many teachers in Hong Kong change job in order to be 
qualified for emigration. A survey carried out by the Hong Kong 
Subsidized Secondary Schools Council in 1989 revealed that 
secondary school teacher wastage was 8.53%, within which 30% were 
Certificate Masters and Mistresses and 70% were Graduate Masters 
and Mistresses (Wong, 1989) . Moreover, young people are not 
willing to join the teaching profession because they think 七hat 
after 1997, teachers are most likely to be persecuted and will 
have the least chance to emigrate (S.C.M.P., 13.10.89).It is 
obvious that the teacher shortage problem in Hong Kong is 
attributed to emigration, change of jobs and reluctant to join 
this profession. It is beyond doubt that the 1997 problem makes 
teaching a ^sensitive' profession and thus exacerbate 七he teacher 
wastage problem. 
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To conclude, the Chinese government's low valuation towards 
the teaching profession, the educational changes that arised and 
the possible competition from Chinese teachers all combined to 
create a feeling of uncertainty among the local secondary school 
teachers about their job security in the future. 
STRESS AND STRAIN 
The P-E fit model presented in Figure 1 hypothesized that 
high demands or low supplies in the job environment will produce 
strain.� 、Strain' refers to any deviation from normal responses in 
the person： (a) psychological strains such as job 
dissatisfaction, anxiety, and low self-esteem, (b) physiological 
strains such as high blood pressure or elevated serum 
cholesterol, (c) behavioural symptoms of strain such as smoking 
and dispensary visits (Caplan, et al., 1980). As these strains 
continue overtime, their effects can culminate in various kinds 
of clinical illness including physical (e.g. heart disease, 
peptic ulcer) and mental (e.g. acute or chronic clinical 
depression) illness. 
A number of studies and theories (Caplan, 1972; French, 
1973; French et al., 1974; Murray, 1938; Pervin, 1968) suggested 
that the fit between personality and job environment might be an 
important predictor of strain. Strain will result from 
discrepancies between either environmental demands and an 
individual's abilities to meet them or between an individual 
needs and environmental supplies to meet those needs (Caplan, et 
al., 1980). 
Margolis and Kroes (1974) defined job stress as a condition 
at work interacting with worker characteristics to disrupt 
psychological or physiological homeostasis. The causal 




homeostasis is job-related strain. Margolis and Kroes suggested 
that there were at least five dimensions of job-related strain： 
short-term subjective states (e.g., anxiety, tension, and anger), 
long-term and more chronic psychological responses (e.g., 
depression, general malaise, and alienation), transient 
physiological changes (e.g., levels of catecholamine, blood 
pressure, etc.), physical health (e.g., gastro-intestinal 
disorders, coronary heart disease, and asthmatic attacks), and 
work performance decrement. Generally consistent with this 
approach, McLean (1974) indicated that for years he considered an 
occupational ‘stress‘ or ‘stressor ‘ any work-related factor which 
produced a maladaptive response (included were adverse effects on 
work performance and on interpersonal relationships). 
Many studies have investigated the association:、between 
sources of occupational or work stress and the resulting 
manifestation of stress (Cooper & Marshall, 1976; Warr & Wall, 
1975). The manifestation of stress identified may be physical 
(peptic ulcers, cardiovascular diseases), psychological 
(depression, anxiety), or behavioural (deterioration in work 
performance, deterioration in interpersonal relationships). 
French and Caplan (1972) summarized their research in work 
overload by suggesting 七ha七 work overload produced at least nine 
different symptoms of psychological and physical strains, job 
dissatisfaction, job tension, lower self-esteem, threat, 
embarrassment, high cholesterol levels, increased heart rate, 
skins resistance and more smoking. 
Figler (1980) suggested that stress affected an individual 
at four levels: 
(1) temporary stress characterized by heart rate increases, 
breathing rate increases, rise in blood pressure and other 
changes in physiological metabolic states 
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(2) irritability, anxiety, tension, inability to concentrate, 
restlessness and prolonged ‘level one ‘ symptoms 
(3〉 headaches, stomach upsets, chest pains and other pronounced 
physical disorders 
(4) ulcers, strokes, alcoholism, drug addiction, heart attack and 
psychosis were indicators of the final stages of debilitating 
stress. 
Many studies have been conducted to investigate teacher 
stress and strain. Dunham (1976) argued that there were two main 
types of common stress responses among teachers. The first was 
frustration, and was associated with headaches, stomach upsets, 
sleep disturbances, hypertension and bodyrashes, and in prolonged 
cases, depressive illness. The second was anxiety, and was 
associated with feelings of inadequacy, loss of confidence, 
confusion in thinking, and occasionally panic. Cases of severe 
anxiety might lead to psychosomatic symptoms such as a twitchy 
eye, a nervous rash, loss of voice, and weight loss. Prolonged 
stress could lead to a nervous breakdown. 
To determine the real seriousness of stress, Feitler and 
Tokar (1982) collected data from more than 3,300 K-12 public 
school teachers. They found that the major symptoms of teacher 
stress were snappiness, general uneasiness and depression. 
Kyriacou and Pratt (1985) in a study on the association 
between self-reported teacher stress and mental ill-health found 
that the most frequently mentioned symptoms of teacher stress 
were being unable to relax or ^switch o f f after work, feeling 
very tense, being emotionally and physically drained at the end 
of the school day, and sleeplessness. 
In a study of 296 class teachers from 40 state primary 
schools in the Wellington Education Board area, Panckhurst (1982) 
29 
found that 38% of the teachers felt constantly under strain. This 
result fit with observations by writers like Hargreaves (1978) 
on the emotionally exhausting nature of teaching as work. 
It is widely thought that stress reduces resistance to minor 
infections, and increases the risk of serious illness, such as 
peptic ulcer and coronary heart disease. A study of primary 
teachers in Sheffield showed that 20% displayed symptoms of 
illness (Witmer, Rich, Barcikowski & Hague, 1983). In order to 
avoid strain and illness from work, high rates of absenteeism and 
turnover ensued (Panckhurst, 1982). 
In summary, it is obvious that the work of teachers is very 
stressful. The continuous exposure to stress creates chronic 
strain in teachers and ultimately lead to severe illness and poor 
health. 
SOCIAL SUPPORT 
Many researchers and practitioners in organizational 
behaviour and psychology pointed out that people could strongly 
influence each other's lives. The quality of work life, such as 
expressed by job satisfaction, can be strongly influenced by the 
words and activities of superiors, coworkers, or almost anyone 
who is somehow important to the individual employee (Beehr, 
1985). They provide the necessary social support in helping 
individuals to cope with stress. 
Newman and Beehr's (1979) coping responses require the 
active involvement of the organization in efforts to reduce job 
stress or resulting psychological strain. Group strategies for 
mutual aid can be undertaken by workers without the 
organization's participation, and may involve others such as 




these group coping strategies is social support. In stressful 
situations, psychological mechanisms alone seem to have limited 
success； human appear to need the constant physical and emotional 
contact with others to retain a sense of identity. Other people 
are the si1:e of our identity (Payne, 1980). 
Conceptualizations of social support 
House (1981) defined social support as ‘ emotional concern, 
instrumental aid, information, and/or appraisal‘ given to people 
by each other. 
Cobb (1976) focused on information passing between or among 
individuals, information that an individual is (1) cared"for and 
loved, (2) esteemed, and valued, and (3) part of a group, the 
member of which shared information and mutual obligation. These 
three aspect of social support were later referred by Cobb (1979) 
as emotional support, esteem support, and network support 
respectively. 
Kahn and Antonucci (1980) defined social support as 
‘interpersonal transactions that included one or more of the 
following key elements ： affect, affirmation and aid'. They went 
on to define affect as ‘expressions of liking, admiration, 
respect or love'. Affirmation referred to ‘expressions of 
agreement of the appropriateness or rightness of some act or 
statement of another person ‘ . Finally, aid referred to 
、transactions in which direct aid or assistance is given, 
including things, money, information, time and entitlements ‘. 
Payne (1980) settled on Caplan's (1976) list of the eight 
support functions that were offered by the family to its members: 
(1) giving information about the world; (2) giving feedback and 
guidance; (3) providing ideology; (4) acting as mediator for 
problem-solving activities; (5) providing instrumental help and 
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aid; (6) allowing a sanctuary for rest; (7) acting as a social 
control on the person's behavior； and (8) helping the person to 
master his or her emotions, especially negative ones. 
Lin, .Simeone, Ensel and Kuo (1979) essentially defined 
social support as support that was social. ‘Social support ‘ might 
be defined as support accessible to an individual through social 
ties to other individuals, groups and the larger community. 
Lin (1986) defined social support as the perceived or actual 
instrument and/or expressive provisions supplied by the 
community, social network and confiding partners. 
Sources of social support 广 
Sources of social support can be classified into informal or 
formal (House, 1981), which are regarded by Beehr (1985) as 
primary and secondary sources of social support, respectively. 
Formal sources are those people or professionals who because of 
their job nature provide specific services to those who come for 
it. They include physicians, nurses, social workers, 
psychotherapists, psychologists, counselors and clergy. Informal 
sources are those people who provide social support to other 
people as a part of friendship or relationship. The most typical 
examples of such sources of social support in the presence of 
stress are family, friends, and coworkers (House, 1981). 
The present study focuses on informal or relatively informal 
sources of social support for the following reasons as suggested 
by House (1981〉. 
• 
First, when people are asked to name actual sources of 
social support, these are more commonly mentioned. Second, these 
sources are the most truly perceived forms of social support, and 
if effective, there is no need to seek for professionals. Third, 
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empirical studies show that these sources are very effective in 
reducing stress, improve health and buffers the impact of stress 
on health. 
The informal sources of social support in reducing 
occupational stress include support from those in the workplace 
and those outside the workplace. The first source includes 
supervisors and coworkers. The latter includes spouse, friends, 
and relatives (House, 1981). 
(1) Supervisor support 
Since the supervisor is higher in the organizational 
hierarchy than the subordinate, it stands to reason that support 
from this source will be relatively important for the 
subordinate (Beehr, 1985). Such support may be interpreted as 
meaning that someone powerful is sympathetic to the stressful 
person. Thus supervisor support may carry with it the implicit 
promise that the organization's sanctions and rewards will be 
favourable for the employee. 
(2) Coworker support 
Beehr (1985) considered it as the second major type of 
support in the work place. Cherniss (1980) suggested five reasons 
to explain why social support from colleagues could help reduce 
job stress and strain. First, discussing work problems with 
colleagues can be a cathartic experience that reduce emotional 
tension and helps the worker acquire better perspective and 
understanding. Second, colleagues are invaluable source of 
technical information and practical advice. Third, colleagu-es can 
provide a frame of reference and feedback by which the staff 
person may gauge the impact and quality of his or her work. 
Fourth, colleagues can provide a ^united front' in conflicts with 
the organization or community groups. Finally, colleagues can be 
an important source of stimulation when one can discuss work 
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experiences with colleagues, those experience often become more 
interesting and meaningful. 
(3) Extraorganizational support 
Beehr (1985) suggested that sources of support outside the 
workplace were also important. These inolude family members, 
friends, and relatives. 
For years, both laymen and social scientists assumed that a 
major function of nuclear families, and especially wives, was to 
provide social support that would buffer the husband and father 
against the stresses and strains of his work role (House, 1981). 
In many occupations, the wife and family are seen as partners in 
the occupational endeavor (Whyte, 1956). 
The nature of friendship and kinship relationships and their 
relation to the nuclear family are also highly relevant to buffer 
work-related stresses. Sharing of similar, if not common, work 
experiences should increase the ability of friends and relatives 
to provide all types of social support for work-related problems 
(House, 1981). Besides sharing, friends and relatives must be 
able to communicate regarding the work-related stresses in a 
supportive and nondefensive manner. 
Social £?!lPPQrt ； main e f f e c t s a n d h u f f e r i n守 effftntp; 
There are several types of effects of social support (Beehr, 
1985). They include main effects of social support on stressors, 
main effects of social support on strains, and interaction 
effects of social support on the relationships between stressors 
and strains. In this last effect, the interaction will be between 
stressors and support in predicting strains. 
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(1) Main effects of social support 
Main effects indicate that social support is directly 
affecting an element in the job stress process by itself, aside 
from any effect that it might have in combination with other 
characteristics of the environment or the person. The main 
effects of social support acts to reduce stress (regardless of 
levels of strain) and to reduce strain (regardless of levels of 
stress) (House, 1981). 
According to Beehr (1985), seldom has research focused on 
the questions of whether support has main effects on stressors, 
but some tentative conclusions can be offered by reexamining the 
previous literature in this light. Whenever there is a 
significant relationship between social support and a stressor, 
there is the possibility of a main effect (Beehr, 1985). 
Some studies have found a moderate relationship 
(correlations between .30 and .50) between social support and 
occupational stressors (Beehr, 1985). Blau (1981) reported 
negative correlations between supervisor support and stressors 
related to time pressures among a sample of 166 urban bus 
drivers. Kaufmann (1981) found negative correlations between 
supervisor support and the stressors job future ambiguity and . 
role overload among nurses and police officers. Overall speaking, 
supervisor support has stronger main effect on stressors than 
otheir sources of support. This is chiefly because 七he supervisor 
is in a much better position to affect the level of stressors in 
the employee's work environment (Beehr, 1985). 
Host of the research on social support in conjunction with 
job stress has focused on either its main or interaction effects 
on strain. This is probably because employee strain is the main 
concern of stress workers. Without strain, there will be no 
reason to be concerned about job stress. If social supports have 





decrease the frequency or severity of psychological or physical 
ill health. 
Beehr (1976) reported negative correlations between 
supervisor support and a set of psychological strains among a 
sample of employees from five different work organizations. Among 
a sample of bus drivers, Blau (1981) found that supervisor and 
coworker support had main effects on overall job satisfaction but 
extraorganization support did not. Kaufmann (1981) among his 
sample of police, reported main effects for coworker, supervisor 
and extraorganizational support on psychological strain. In 
general, it is concluded that there is some evidence that social 
support has main effects on strains among employees experiencing 
job stress, but it primarily has main effects on job satisfaction 
and psychological strains. This is consistent with House's (1981) 
observation that social support tends to have main effects on 
psychological strains and job attitudes such as job satisfaction. 
(2) Buffering effect of social support 
In the literature on social support and occupational stress 
an interaction effect has often been labelled a ^buffering' 
effect (House, 1981). The idea is that social support acts as a 
buffer in the relationship between stressors and strains. When 
social support is available, the stressful person would 
experience less strain. Thus, social support will protect the 
employee by breaking the link between the stressors and strains 
Buffering effects of social support are indicated when social 
support interacts with a stressor in predicting strains. It must 
be an interaction in which people who receive high levels of 
support have a weaker relationship between stressors and strains 
than people who receive low levels of social support do. 
Many studies have been conducted to study the buffering 
effect of social support. In one of the few systematic 
explorations of Potential buffering agents, French and his 
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associates (Caplan, 1972; Caplan, Cobb, French, Harrison & 
Pinneau, 1975; Cobb, 1976; French & Caplan, 1972; French, Rogers 
& Cobb， 1974) suggested that social support represented one of 
the most likely and effective means of alleviating the negative 
effects of job stress. 
Several recent reviews have indicated that social support 
from supervisors and coworkers is positively related to more 
favourable job attitudes and health ( Gore, 1973; Pinneau, 1976). 
House and Wells (1978), in a study of white male workers in a 
rubber and chemicals plant, found that supervisor support 
buffered the relationship between job stressors and both 
physiological and psychological symptoms of strain. 
Extraorganizational support moderated the relationship between 
job stressors and psychological strain. 广 
LaRocco et al. (1980), in a sample of males from 23 
occupations, found several buffering effects of social support on 
stressor—strain relationships. In particular, support buffered 
the effects of stressors on psychological strains such as 
depression, irritation, anxiety and somatic complaints. 
Considerable evidence from social psychological experiments 
indicated that the presence of other people altered initial 
perceptions of objective social stimuli (Lazarus, 1966; Tajfel, 
1969). Thus, social support can mitigate or buffer the effect of 
potentially stressful objective situations (such as a boring job, 
heavy workloads, unemployment) by causing people initially to 
perceive the situation as less threatening or stressful and hence 
leading them to manifest less of those psychological. 
Physiological or behavioral responses productive of disease. 
In a series of studies of white collar men in NASA, it was 
found that social support from one's supervisor, peers and 
subordinates, conditioned the effects of job stress (particularly 




cigarettes smoked (Caplan, 1972; French, 1973; French & Caplan, 
1972). Generally speaking, social support seems to act as a 
buffer between job stress and strain; men who have high social 
support from others in their work environment show no effects of 
stress on strain. 
There are numerous studies on the importance of social 
support in alleviating teacher stress. Blase (1984) in a study 
concerning with how teachers cope with stress found that social 
support was an important method for coping with stressful 
feelings. The major thrust of the support group according to 七he 
research data, was its role in legitimating the feeling of the 
individual under stress. In addition, social support provided 
teachers with specific� 、advice' which helped them deal with some 
of their unpleasant feelings. Social support was mentioned 
frequently as a method of dealing with stress related to 
conflicts with administrators, teachers, students, and parents. 
Payne and Fletcher (1982) in an empirical study of 
psychological stress and strain amongst school teachers found 
that teachers with social support were more satisfied, less 
pressured, less depressed and less anxious. 
All these studies showed that the experience of social 
support might serve to reduce the severity of strains during the 
experience of job stressors experienced by teachers. The main and 
buffering effects of social support on stress and strain are 





FRAMEWORK OF STUDY 
P-E fit theory as developed by French et al. (1974) 
emphasized the theoretical necessity of the causal link between 
P-E fit and strain. Job stress occurs when there is poor fit in 
the job environment. Since this is subjectively perceived by 
individuals, thus the present study will examine four parts of 
the P-E fit theory. They are subjective environment, subjective 
person, subjective P_E fit and strain . An elaborated 
representation of these relationships proposed by Harrison (1980) 
is presented in Figure 2. 
_ ；、， 
According to French, Caplan and Harrison (1982), misfit is 
usually a phenomenon of insufficient supply and inability to 
meet the job demand rather than the reverse. Therefore, the 
present study will analyse need deficiency and work overload as 
factors of teacher stress. 
Besides person-environment misfit, job future ambiguity is 
also a stressful factor contributing to strain. It can be 
regarded as stressful to local secondary school teachers 
particularly in view of the 1997 problem. Thus, its effect on 
strain will also be examined. 
Concerning strains, only psychological strains will be 
considered since it is technically difficult to measure 
Physiological strains such as high blood pressure and elevated 
serum cholesterol. Moreover, in using the P-E fit approach in a 
large scale study involving over 2000 people from 23 different 
occupations, the Michigan research team found that the 
correlations between measures of stress and physical health were 
rather small. Indeed, with physical health indices, they are 
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F 她 r “ : A model of the relationship between the subjective 
environment, the subjective person and strain. 
Harrison, R. V. (1980). Person-Environment Fit and Job 




behavioural strain, according to what is mentioned in the 
literature review concerning the relationship between stress and 
strain, it is rarely found that stress has a significant impact 
on behavioural strain. As Caplan et al. (1980) found from their 
study that smoking and other health related variables were the 
least predictable strains. Furthermore, there is little previous 
studies regarding the effects of job stresses on these strains. 
As teachers are working under high stress, they need support 
from others as a means to alleviate their stress and strain. As 
social support is seen as effective in reducing them, its main 
effects on stress and strain and its buffering effect between 
stress and strain will be investigated in the present study. 
In studying oecupa七ional stress and health, LaRocco et al. 
(1980) presented a theoretical framework for their studies. This 
is presented in Figure 3. In their m o d e l ,七 h e r e are 4' main 
elements: perceived job stress, job-related strain, mental and 
physical health, and perceived social support. 
Perceived job stress is a perception that environmental 
demands exceed the abilities of 七he individual or that 
environmental supplies and opportunities will leave major needs 
or motives of the person unmet. Essentially, there is a perceived 
incongruence or lack of fit between the person and the 
environment (French et al; 1974). Perceived job stress may 
adversely affect general feelings about work, such as job 
satisfaction which are termed job-related strain in Figure 3. In 
turn, both perceived job stress and job strain may affect 
Physical and mental health. However, whether both of these affect 
health depend on the ,conditioning variables'. Social support is 
one of such conditioning variable which buffers the effects of 
perceived job stress on strain and health. 
In figure 3, arrows 1 and 2 represent hypothesized buffering 




support also ameliorates the effects of job-related strain on 
health; arrows 4, 5 and 6, hypothesized main effects of social 
support; arrows a^ , b, and c, hypothesized effects from stress to 
job-related strain to health. 
I 
PERCEIVED SOCIAL SUPPORT 
P«rc«iv«d 1 Job - related \ M«nt«l and 
Job Str«»i a ^ Strain b Physicat H«alth 
F她rf? 3. : A model of potential relationships among perceived 
stress, social support, and health. 
LaRoeco, et al. (1980). Social support, occupational 
stress, and health. Journnl__of H^nlhh »nH f^n…i 
Behavioiii：, P. 203. 
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Based on the models developed by Harrison (1980) and LaRocco 
et al. (1980), a teacher stress model is developed for the 
present study. The model is presented in Figure 4. 
The sources of teacher stress come from person-environment 
misfit in needs and abilities as well as uncertainty over one's 
career security in the future. These stress factors are termed 
needs deficiency, work overload and job future ambiguity 
respectively. It is seen from the literature review that they are 
related to strain. The relationship is shown by arrow� 、a'. The 
main effects of social support on stress and strain are 
hypothesized by arrows� 、c' and� 、d' respectively, whereas arrow 
、b' hypothesizes the buffering effect of social support. 
To conclude, this study attempts to explore the relationship 
between stress and strain. Besides, the main and buffering 
effects of social support are also studied. 
JOB STRESS JOB STRAIN “ 
Needs Deficiency a ^ Job Dissatisfactions 
Work Overload “ ^ Bodily and Affective 
Job Future Ambiguity ‘ Complaints� 』�
r — b 
\ 1 — 1 7 
\ SOCIAL SUPPORT / 
\ Supervisor Z 丨 
, Coworker < 
Spouse, friends 
and relatives 





STATEMENT OF HTPOTHBSBS 
Based on the review of literature and the framework of 
study, the following four major hypotheses are established: 
1. The component variables of teachers ‘ perceived stress 
(Needs Deficiency, Work Overload, Job Future Ambiguity) are 
positively correlated with and have contributions to the 
component variables of teachers' perceived strain (Job 
Dissatisfactions, Bodily and Affective Complaints). 
2. The component variables of teachers' perceived social 
support (Supervisor, Coworker, Spouse, Friends and Relatives) are 
negatively correlated with and have contributions to the 
component variables of teachers' perceived stress (Needs 
Deficiency, Work Overload, Job Future Ambiguity). 
3. The component variables of teachers' perceived social 
support (Supervisor, Coworker, Spouse, Friends and Relatives) are 
negatively correlated with and have contributions to the 
component variables of teachers' perceived strain (Job 
Dissatisfactions, Bodily and Affective Complaints). 
4. There are interactions between component variables 
of teachers' perceived stress and component variables of 




The following null hypotheses are established for the 
present study: 
1. The component variables of teachers' perceived stress are 
not positively correlated with and have no contributions to the 
component variables of teachers‘ perceived strain. 
2. The component variables of teachers‘ perceived social 
support are not negatively correlated with and have no 
contributions to 七he component variables of teachers‘ perceived 
stress. 
3. The component variables of teachers ‘ perceived social 
support are not negatively correlated with and have no 
contributions to the component variables of teachers' perceived 
strain. 
4. There are no interactions between component variables of 
teachers' perceived stress and component variables of teachers' 
perceived social support in predicting teachers' perceived 
strain. 
INSTRUMENTATIOH 
A group of researchers including Caplan, Cobb, French, Jr., 
Harrison and Pinneau Jr. (1980) conducted a study to examine 
the impact of stress on strain using the model of P-E fit. They 
used a questionnaire which measured twenty job stresses, 
seventeen strains and a variety of demographic and personality 
variables. Most of the twenty-three multiple item measures of 




The present study does not attempt to adopt the whole piece 
of questionnaire used by them. There are a few reasons for doing 
so : 
1. The questionnaire is too lengthy to be answered. It will be 
very difficult to persuade teachers to answer it and most 
probably will lead to a very low response rate. 
2. Not all the items, such as role conflict, role ambiguity. Type 
A personality, physiological strain, are relevant for the present 
study. 
3. Some of the items, such as quantitative workload, job future 
ambiguity and strain need to be modified in order to suit the 
requirement of the present study.� 、�
Although 七he present study is also based on 七he 
conceptualization of P-E fit, the way of analysis and the 
variables used are different. 
Instruments used in the present study are as follows : 
(A) Porter Need Sati Pffaotion QuRc^tinnnn-i r^ 
Perceived needs deficiency is assessed using the Porter Need 
Satisfaction Questionnaire (PNSQ) as developed by Porter and 
adapted for use in schools by Trusty and Sergiovanni (1966). It 
is composed of 13 items ordered randomly in the teacher version 
of the PNSQ. Teachers responded to these statements about their ) 
school situation in two ways: (a) how much of the characteristics 
is connected with their school position (actual) and (b) how much 
of the characteristics they think should be connected with their 
school position (desired). Each item is rated twice on a seven-
point scale ranging from 1 (minimum) to 7 (maximum). The degree 
of needs deficiency is calculated by subtracting the actual 
teacher response from the desired teacher response and summed 
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across items, resulting in a measure of perceived needs 
deficiency. 
Data supporting the reliability and validity of the PNSQ 
have been provided through studies by Dore and Heacham (1973) and 
Weber and Hadd (1974). Dore and Meacham (1973) reported a test-
retest reliability of .83 for the PNSQ based on subsequent 
administrations of the instrument over a three-week interval. 
Using principal components factor analytic techniques with a 
varimax rotation, Weber and Hadd (1974) reported a five factor 
solution accounting for 69% of the total variance. Given that the 
resulting pattern of factor loadings approximated a Thurstone 
simple structure solution, Weber and Hadd (1974) concluded that 
the PNSQ measured five separate dimensions of need satisfaction 
consistent with the need areas postulated by Porter. 广 
The five need satisfaction dimensions and the corresponding 







(B)WQrk Qverload Questinn^y^jrf^ 
This questionnaire is a modification from that used in the 
original P~E fit-questionnaire by Caplan et al. (1980). There are 
11 items in the original questionnaire, but the author does not 
regard all of them as relevant for the present study. After 
careful consideration, 6 relevant items are chosen and modified 
in a way that measures the discrepancy between the amount of 
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workload reported by an individual and the amount he would 
prefer. For example,� 、How much workload do you have?‘ and� 、How 
much workload would you like to have?'. Responses to both the E 
(the amount of the characteristics present in the job) and P (the 
amount of the characteristics desired by the person) questions 
are marked on identical Likert scales which typically ranged from 
1 (very little) to 5 (a great deal). The actual teacher response 
is subtracted from the desired teacher response. The difference 
between the two responses is summed across items, resulting in a 
measure of the degree of perceived work overload. 
(c) Job Future Ambignitv OnfiRhionnairfi 
Job future ambiguity was included in the P-E fit 
questionnaire developed by Caplan et al. (1980). It attempts to 
measure the degree of uncertainty about one's career future. In 
the present study, job future ambiguity refers to the degree of 
uncertainty teachers have towards their future career (beyond 
1997). Therefore, Caplan's instrument cannot be wholly applied, 
but is referred to in constructing a questionnaire relevant for 
the present study. The questionnaire consists of 3 items and the 
degree of uncertainty is indicated by a 7-point scale ranging 
from 1 (minimum certainty) to 7 (maximum certainty). Scores are 
summed across items, resulting in a measure of degree of 
uncertainty teachers have about their job future. 
in Quest innnai r^ 
In the original P-E fit questionnaire developed by Caplan et 
al.(1980)， psychological strain was composed of seven measures. 
They were job dissatisfaction, workload dissatisfaction, boredom, 
somatic complaints, anxiety, depression and irritation. According 
to Caplan et al. (1980), the first three measures were all Job 
satisfaction measures. Workload dissatisfaction and boredom were 
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considered to be aspects or components of one's overall feeling 
about the job and they were portrayed schematically as contained 
within the general measure of job dissatisfaction. These three 
measures formed a cluster of related strains which tended to be 
associated with one another. 
As for the other four measures, Caplan et al. (1980) found 
that they were largely interrelated to and positively associated 
with each other (r ranges from 0.25 to 0.51). This association 
might be the result of response style or social desirability 
components common to the four measures. 
From the above, it is likely that this set of seven strain 
measures can be reduced into two sets of measures since some of 
them measure 七he same kinds of strain. In view of this, factor 
analysis of the seven strain measures was conducted so that 
related measures could be combined into a weighted factor score. 
This score would provide a better measure of each type of strain 
identified than would be obtained from the individual measures. 
The result of factor analysis done in the pilot study is shown in 
Table 2. 
* . 
The result revealed that two factors of strain were 
identified and this was consistent with the findings of Caplan et 
al. (1980). The first factor of strain measures consists of 
anxiety, irritation, depression and somatic complaints. Since the 
first three are measures of affective states and the last one is 
a measure of bodily symptoms, this factor is labelled as bodily 
and affective complaints. Another factor consists of Job 
dissatisfaction, workload dissatisfaction and boredom. As they 
are all measures of job dissatisfaction, this factor is labelled 
as job dissatisfactions. Thus, job strain is composed of two 
measures in the present study. One measure is job 
dissatisfactions and another one is bodily and affective 





Factor Loadings of the Job Strain Variables 
(Pilot Study) 
Variables Factor 1 Factor 2 




Somatic Complaints .63507 
Job Dissatisfaction .85277 
Boredom .83138 
Workload Dissatisfaction .55308 
Eigen Value 2,66 1.76 
Variance Explained 38 25.20 Total 63.20 
JOB DISS = Job Dissatisfactions 
BACOM = Bodily and Affective Complaints 
Concerning the three components of job dissatisfactions, the 
first one is job dissatisfaction because it refers to 
dissatisfaction without alluding to specific aspects of work. 
There are 4 items in this measure such as� 、You want to change 
job'. The other two components tapped more specific reactions to 
the job : workload dissatisfaction and boredom. Workload 
dissatisfaction deals with how satisfied people are with their 
workload. The measure includes items such as� 、I am unhappy about 
my current workload.' The boredom measure contains items such as 
、The work on my job feels dull,' and� 、I feel bored with the work 




As for the four components of bodily and affective 
complaints, somatic complaints measure includes a variety of 
symptoms (e.g., sweating palms, upset stomach, loss of appetite, 
trouble sleeping, heart beating faster than usual) which have 
been observed in persons suffering from neuroses or from severe 
psychological stress. 
The measure of anxiety includes three items referring to the 
negative side of this feeling state (nervous, jittery, fidgety) 
an one referring to its absence (calm). 
The measure of depression was derived from a factor analysis 
by Cobb (1970) of the Zung (1965) scale. The depression measure 
contains both negatively worded items (depressed, sad, blue, 
unhappy) and positively worded items (good, cheerful). 
The measure of irritation includes three negatively phrased 
items which tapped the dimension of irritation (angry, 
aggravated, and irritated or annoyed). 
These two factors of psychological strain are measured on a 
five-point scale ranging from 1 (rarely) to 5 ( very often). 
(F) Social Support-. Quest i nnnn i re 
This questionnaire is adopted from the P-E fit questionnaire 
developed by Caplan et al. (1980). The items on social support 
cover the extent to which people around the employee provide 
support by being good listeners or by being persons he can rely 
on when help is needed. The following is a sample of the 
questions :�、How much does each of these people go out of their 
way to do things to make your work life easier for you?' 
There are 4 groups of questions and teachers are asked to 
answer each group with regard to 3 categories of people : 
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‘immediate supervisor, other people at work, spouse, friends and 
relatives'. Responses to each question are marked on a 5-point 
scale ranging from 4 (very much) to 0 (don't have any such 
person). Scores are summed up across items for each category of 
people. 
Based on the theoretical and empirical research of Pinneau 
(1972)， Likert (1961) and Gore (1973)， the cross-sectional 
estimate of reliability for social support from supervisor 
is .83, from others at work is ,73 and from spouse, friends and 
relatives is .81. 
The items that measure the responses of each category of 





Spouse, Friends and Relatives 3,6,9,12 
DEFINITION OF VARIABLES 
The variables used in the present study are operationally 
defined as follows: 
Job 
1.� 、Needs Deficiency' refers to insufficient environmental 
supplies and opportunities to meet an individual's needs. 
'Work Overload' refers to too much environmental work 
demands to meet adequately. 




career future (beyond 1997). 
Job Strain 
1. 二Job dissatisfactions' measure includes job 
dissatisfaction, workload dissatisfaction and boredom. Job 
dissatisfaction refers to the dissatisfactory feeling towards the 
nature and content of one's job. Workload dissatisfaction refers 
to the dissatisfactory feeling towards the amount of work in 
one's job. Boredom refers to the loss of interest in one's job 
resulting in a feeling of dullness. 
2• 'Bodily and affective complaints‘ measure include somatic 
complaints, depression, anxiety and irritation. Somatic 
complaints measure refers to ill health arising from one's job, 
including fast heart beat, sweating, dizziness, stomache and 
others. Depression refers to the feeling of sadness, unhappiness 
and low spirit arising from one's job. Anxiety refers to the 
feeling of nervousness and jitter arising from one's job. 
Irritation refers to the feeling of anger, annoyance, confusion, 
tension and frustration arising from one's job. 
Social .^npp^rti 
It refers to the encouragement and support obtained from 
one's superior, colleagues, spouse, friends and relatives. 
SAMPLING DESIGN 
Since the 'Present study is an attempt to investigate the 
occupational stress of H.K. Aided Secondary School teachers, the 
subjects for the pilot study and the main study will be servicing 
aided secondary school teachers. Only aided schools ‘ are chosen 
because of the following two reasons. Firstly, the.majority of 
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Hong Kong secondary schools are aided schools. According to the 
estimation of the Education Department, there were 4§3 secondary 
schools in 1988. Among them, 300 were aided schools, 36 were 
government schools and 97 were private schools. The number of 
aided secondary schools was 70% of the total number of secondary 
schools in Hong Kong. It is expected that the findings of the 
study will have a higher generalization capability. Secondly, 
aided schools in Hong Kong are established and operated on the 
basis of the code of aid, the qualifications of teachers, 
organizational structure and resources are very similar. Hence, 
homogeneity of samples in terms of salary structure, professional 
qualification of teachers and administrators, teacher-class 
ratio, school facilities, formal curricula to be completed, etc. 
can be ensured (Cheng, 1990). 
A pilot study will be undertaken in January, 1991 and will 
involve 60 teachers from five aided secondary schools. Due to 
technical difficulties, it is impossible to use random sampling 
to choose the participating schools. Moreover, there is the risk 
that the response rate will be very low since the schools so 
chosen may not be interested in the survey. In order to secure 
the response rate, aided secondary school teachers who are 
attending the part-time Diploma of Education course at the 
Chinese University of Hong Kong will be asked to help in 
distributing the questionnaires randomly to their colleagues. 
Each teacher will be given 7 questionnaires which make up a total 
of 72 teachers and 504 questionnaires. They are asked to bring 
the completed questionnaires back two weeks later. 
RESEARCH PROCEDURES 
A Pilot study will be run in January, 1991 to determine the 




1. To see whether teachers have any difficulties in understanding 
and doing the test battery so that necessary amendments can be 
made. 
2. To determine the reliability of the instruments used and see 
whether any improvements are necessary. 
The main study will be conducted in April and the 
questionnaires will be distributed to the part-time Dip. Ed. 
students during their regular lessons. They are asked to 
distribute the questionnaires to their colleagues who will help 
to fill in the questionnaires. 
In order to minimize response bias, respondents should 
complete their questionnaire privately without discussing with 
other respondents. Furthermore, they are ensured that their 
answers will be kept strictly confidential and are only used for 
research purpose. They should also complete the questionnaire 
anonymously so that they feel comfortable about expressing their 
true feelings. 
STATISTICAL PROCEDURES 
Since the present study attempts to examine the 
relationships among perceived job stress, social support and job-
related strain when controlled for teachers' background 
variables, correlation and multiple regression analysis are 
appropriate methods to use. 
Initially, stepwise multiple regression analysis will be 
conducted to examine the relationship between teachers' 
background characteristics and job-related strain. In all 
subsequent multiple regression analyses in which subscales of 
job-related strain are dependent variables, significant teacher 
background characteristics will be entered first followed by 
/ 
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other predictor variables. In this way, one can determine the 
amount of variance in job-related strain accounted for by the 
predictor variables after controlling for the effects of 
significant teacher background characteristics. 
1. Stress and strain 
Pearson product moment correlation will be used to test the 
positive relationship between stress and strain. In order to 
determine the amount of variance in strain accounted for by each 
of the stress factors after the variance attributable to the 
teacher background variables has been controlled, stepwise 
multiple regression will be employed. 
Since there are five dimensions of needs deficiency, so if 
needs deficiency is found to predict job—related strain 
significantly, it will be of interest to know which dimensions 
explain for this correlation and prediction. Pearson product 
moment correlations and stepwise multiple regression will be 
employed to examine the relationship between the five dimensions 
of needs deficiency and strain. 
2- Sooia], support-, and st-.r^ c^ c, 
Pearson product moment correlation will be used to test the 
negative relationship between social support and stress. Stepwise 
multiple regression will be used to determine the amount of 
variance in stress accounted for by each of the sources of social 
support. 
3. Socia] ？=;upport and Rt.r»in 
« 
Pearson product moment correlation will be used to test the 
negative relationship between social support and strain. Stepwise 
multiple regression will be undertaken to determine the amount of 
variance in strain accounted for by each of the sources of social 
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support. A hierarchical regression analysis will be conducted and 
the predictor variables will be entered into the equation in the 
following order. The significant background variables will be 
entered first followed by the significant stress predictors which 
will be entered according to their predicting power. Finally, 
social support variables will be entered in a stepwise fashion. 
4 .让 r e s s X social support and shrain 
In order to test the buffering effect of social support on 
strain, interaction product terms created by multiplying each of 
the stress predictors with each of the sources of social support 
will be entered after each of the social support variables in a 
stepwise fashion. 
All in all, correlation and mul七iple regression will be the 
statistical tools used to analyse the data in the present study. 
Questionnaires from both the pilot study and main study will be 
analysed by using the statistical package, SPSS-X Release 2.2 at 
the Chinese University of Hong Kong. 
LIMITATIONS 
Some of the limitations envisaged in the present study are 
as follows： 
1. The present study aims to investigate the relationships among 
stress, strain and social support. It is chiefly a correlational 
analysis. The explanations of the causal relationships among the 
variables have not been subsumed in the present study. 
2. Due to technical difficulties, stratified random sampling 
cannot be undertaken in choosing the schools for the main study. 
It can only be Possible to request the teachers who consent to 




schools by means of random sampling. Thus, 七he sample is 
restricted in both objectivity and representativeness. 
Generalizations of the research results to the whole population 
should be cautiously exercised. 
3. Certain parts of the questionnaire are either modifications 
from the P-E fit questionnaire used by Caplan et al. (1980) or 
self-constructed. Instrumentation may be a source of internal 
invalidity. Appropriate amendments have been made for any items 
recorded a reliability below the acceptable level (0.5). 
4. Due to limitations in resources, the present study has not 
attempted to verify the whole P-E fit model developed by French 
et al. (1974) but has tried to adopt the P-E fit 
conceptualization instead. Other variables of the P-E fit model 
such as physiological strain, behavioural strain and illness have 
not been studied. Moreover, it would be too complicated if not 
impossible to take into account all possible job stress factors 
encountered in the school setting. Therefore, the present study 
has only attempted to measure a few most common stressful factors 
and their relationships to strain. Thus, the analysis may not 





RESULTS OF PILOT STUDY 
In order to test the reliability of the instruments employed 
in the present study, 60 teachers from five secondary schools 
were invited to take part. The internal consistency of the 
instruments as assessed by Cronbach's alpha is shown in Table 3. 
‘ Table 3 
Reliabilities of Instruments 
used in the Pilot Study 
Questionnaires Cronbach's alpha 
Porter Need Satisfaction Questionnaire 
Actual 0.92 
Desired o.95 
Workload Overload Questionnaire 
Actual 0.69 
Desired 0.63 
Job Future Ambiguity Questionnaire 0.83 
Social Support Questionnaire 
Supervisor o.83 
Coworker ^ 
u. / o 
Spouse, friends and relatives 0.72 
Strain Questionnaire 
Job Dissatisfactions� 〇 82 
Bodily and Affective Complaints q qq 
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It can be seen that the reliabilities of the instruments are 
substantially high and therefore need no amendment when used in 
the main study. 
As for the result of factor analysis of the job strain 
measures, it has been shown in Table 2. Two factors of job strain 
were produced. One is job dissatisfactions and another one is 
bodily and affective complaints. 
RESULTS OF MAIN STUDY 
The main study involved 72 aided secondary schools and 504 
teachers. Out of the 504 questionnaires distributed, 324 
questionnaires were collected. This represents a response rate of 
64% which is regarded as satisfactory. 
Reliabil itv of inFttmmf^nt.Ff 
The reliabilities of the subscales of job stress, job strain 
and social support are presented in Table 4. The results are 
consistent with that obtained in the pilot study and further 




Reliabilities of Instruments 
used in the Main Study 
Questionnaires Cronbach's alpha 
Porter Need Satisfaction Questionnaire 
Actual 0.93 
Desired 0.94 
Work Overload Questionnaire 
Actual 0.72 
Desired 0.50 
Job Future Ambiguity Questionnaire q. 92 
Social Support Questionnaire 
Supervisor 0.80 
Coworker 0.78 
Spouse, friends and relatives 0.81 
Strain Questionnaire 
Job Dissatisfactions 0.85 
Bodily and Affective Complaints 0.91 
Factor AnnlvRis of S t m i n M^pc^nrpf? 
Two factors of strain measures, job satisfactions, and 
bodily and affective complaints were produced in the pilot study. 
In order to ensure the validity of this result, factor analysis 
was conducted again in the main study. The result shown in Table 





Factor Loadings of the Job Strain Variables 
(Main Study) 
Variables Factor 1 Factor 2 
(JOB DISS) (BACOM) 
Boredom .85195 
Job Dissatisfaction .84181 
Workload Dissatisfaction .56515 




Eigen value 3.61 1.06 
Variance explained 51.60 15.10 Total 66.70 
JOB DISS = Job dissatisfactions 
BACOM : Bodily and affective complaints 
Descriptive StatiRtinp； nf VariahiP^ 
Teachers' Background Characteristics 
The information on the background characteristics of 
teachers is given in Table 6. Concerning the sex of the subjects 
in the present study, slightly more than half (55.6%) were 
female. Most of' them (55.3%) were young teachers who were 20-29 
years of age, with only 7.6% fell into the upper age group. The 
mean age of the teachers was 30.02 (S.D.=6.07). More than half 
(60.9%) of the teachers have 1-5 years of teaching experience. 




Teachers‘ Background Characteristics 
Characteristics Number Percentage 
Sex 
Male 140 44.4 
Female 175 55.6 
Age 
20 - 29 years 168 55.3 
30 - 39 years 113 37.1 
40 - 49 years 17 5.6 
50 - 59 years 6 2.0 
(Mean=30.02 years, S.D.=6.07) 
Years of Teaching Experience 
1 - 5 years 184 60.9 
6 - 1 1 years 72 23.9 
12 - 29 years 46 15.2 
(Mean=6.02 years, S.D.=5.30) 
Teaching Level Taught 
F.l - F.3 158 49.8 
F.4 - F.7 159 50.2 
Marital Status 
Single 186 59.2 
Married 129 40.8 
Professional Rank^ 
Non-graduate 115 gg 3 
Graduate 202 63.7 
^Non-graduate=C.M.,A.M. & S.A.M.;Graduate=G.M. & S.G.M. 
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As for the teaching level taught, half of the teachers 
taught in junior level (F.1-F.3) and another half taught in 
senior level (F.4-F.7). More than half (59.2%) of the teachers 
were single. Most of them (63.7%) were graduate teachers with a 
lesser amount (36.3%) of non-graduate teachers. 
Job Stress 
The means, standard deviations and correlations for the 
subscales of job stress are listed in Table 7. Needs deficiency 
correlated positively with both work overload and job future 
ambiguity. Work overload correlated positively with Job future 
ambiguity. The positive correlations indicated that the higher 
the uncertainty teachers have towards their job future, the 
higher the heeds deficiency and work overload. 
Table 7 
Means, Standard Deviations and Correlations 
for the 3 Subscales of Job Stress 
Subscale Mean S.D. NDEF WOVL 
NDEF 16.47 14.25 
WOVL 5.77 3.93 .34木氺木 
JFAM 14.30 3.60 .24木木氺 .18木木 
氺木P < .01, one-tailed 
木木木P < .001, one-tailed 
NDEF=Needs Deficiency 
WOVL=Work Overload 
JFAM=Job Future Ambiguity 
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Dimensions of Needs Deficiency 
The means and standard deviations for the five dimensions of 
needs deficiency are shown in Table 8. It was found that the 
needs deficiencies were greater for the higher level esteem, 
autonomy and self-actualization needs than for the lower level 
security and social needs. 
Table 8 
Means and Standard Deviations for the 
5 Dimensions of Needs Deficiency 
一 — 一 — — — — — — 一 一 一 一 一 — 一 — 一 一 — 一 一 一 一 一 一 一 广, 
Dimension Mean S.D. 
SENDEF 1.01 1.33 
SONDEF 3.35 2.39 
ESNDEF 3.68 3.72 
A _ E F 5.20 4.90 
SANDEF 4.42 4.18 
SENDEF=Security Need Deficiency 
SONDEF^Social Need Deficiency 
ESNDEF=Esteem Need Deficiency 
AUNDEF二Autonomy Need Deficiency 
SANDEF=Self-actualization Need Deficiency 
Job Strain 
Table 9 Presents the means, standard deviations and 
correlations for the two subscales of job strain. The strain 
variable job dissatisfactions was found to have a strong positive 





Means, Standard Deviations and Correlations 
for the 2 Subscales of Job Strain 
Subscale Mean S.D. JDISS 
JDISS 26.81 6.74 
BACOM 47.58 11.91 .54*** 
***P < .001, one-tailed 
JDISS=Job Dissatisfactions 
BACOM=Boclily and Affective Complaints 
Social Support 
The means, standard deviations and correlations for 
supervisor support, coworker support, spouse, friends and 
relatives support are shown in Table 10. These three types of 





Means, Standard Deviations and Correlations 
for the 3 Subscales of Social Support 
Subscale Mean S.D. SUPS COWS 
SUPS 11.85 2.57 
COWS 13.90 2.30 .39氺木氺 
SFRS 14.05 2.95 •15木氺 .14** 
氺木P < .01, one-tailed 
木氺氺p < . 0 0 1 , one-tailed 
SUPS二Supervisor Support 
COWS=Coworker Support 
SFRS=Spouse, Friends and Relatives Support 广 
Statistical Anal vR-ic； 
Teacher Background Characteristics and Job Strain 
A.Correlation AnnlY?=?if? 
The results in Table 11 revealed that teachers who taught 
in Junior level reported a higher degree of job dissatisfactions. 
They also had a higher level of bodily and affective complaints. 
Besides, younger teachers tended to suffer from a higher level of 




Correlations between Teacher Background 
Characteristics and Job Strain 
Teacher characteristics JOB DISS BACOM 
Sex -.01 .09 
Age -.04 -.11* 
Teaching Experience -.03 -.09 
Teaching Level 一.13* —.16** 
Professional Rank .06 ,01 
Marital Status .04 .08 
*P < .05, one—七ailed 
木木P < .01, one-tailed 
B.Multiple Regression Annlvf^Hq 
The result of stepwise multiple regression analysis are 
shown in Table 12. The strain variable job dissatisfactions was 
predicted by teaching level negatively and less importantly by 
professional rank positively. For the variable bodily and 






Stepwise Multiple Regression Analyses for the 
Relationship between Teacher Background 
Characteristics and Job Strain 
；• 
Increase F 
Step Variable Entered R R^ in r2 Beta For R^ 
Job Dissatisfactions 
1 Teaching Level .126 .016 -.21 4.53* 
2 Professional Rank .195 .038 .022 .17 5.58氺氺 
Bodily and Affective Complaints 
1 Age .130 .017 一 . 1 3�々4.70氺 
木£> < . 0 5 
氺木p < .01 
Job Stress and Job Strain 
A.Correlation AnHlv.qis 
The correlations between the 3 job stress factors and the 2 
measures of job strain are shown in Table 13. It was found that 
all factors of stress, needs deficiency, work overload and job 
future ambiguity, correlated positively and significantly with 
job dissatisfactions, and bodily and affective complaints. The 
findings were consistent with expectation since the higher the 





Table 13 ‘ 
Correlations between Job Stress and Job Strain 
Variable Job Bodily and 
Dissatisfactions Affective Complaints 
Needs Deficiency . 3 9木氺木 .29木氺木 
Work Overload .27氺木氺 .30木*氺 
Job Future Ambiguity .28木氺氺 .16木氺 
木木p < .01, one-tailed 
木木木p < . 0 0 1 ， one-tailed 
As for the correlations between the 5 dimensions of needs 
deficiency and job strain, the results are presented in Table 14. 
All the dimensions of needs deficiency were significantly and 
positively correlated with the 2 subscales of job strain. The 
findings indicated that the higher the level of deficiencies in 
security, social, esteem, autonomy and self-actualization needs, 






Correlations between the 5 Dimensions 
of Needs Deficiency and Job Strain 
Variable Job Bodily and 
Dissatisfactions Affective Complaints 
SENDEF 木木木 .26木木氺 
SONDEF .31木氺木 .19木氺木 
ESNDEF .37木木木 .SI氺氺氺 
AUNDEF .29*** ..20氺木木 
SANDEF .41*** 木氺木 
氺木木p < . 0 0 1 , one-tailed 
SENDEF=Security Need Deficiency 
SONDEF=Social Need Deficiency 
ESNDEF=Esteem Need Deficiency 
AUNDEF=Autonoiny Need Deficiency 
SMDEF=Self-actuali2ation Need Deficiency 
B.Multiplf^ RfiF^rPSsion Analv.qip^ 
The results for the stepwise multiple regression analysis 
between job stress and job strain are shown in Table 14. It was 
found that the strain variable job dissatisfactions was predicted 
by all the stress factors positively, with needs deficiency 
having the most important prediction, followed by job future 
ambiguity and work overload. As for the strain variable bodily 
and affective complaints, it was only predicted by work overload 
and needs deficiency positively but not by job future ambiguity. 
Needs deficiency was shown to account for the most variance 
(14%) in dob dissatisfactions, while job future ambiguity 
accounted for 4% of the variance and work overload only 2% of the 
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variance. Although work overload accounted for the least variance 
in job dissatisfactions, it accounted for the most variance (10%) 
in bodily and affective complaints, followed by needs deficiency 
which explained for 5% of the variance. 
Table 15 
Stepwise Multiple Regression Analyses for the 
Relationship between Job Stress and Job Strain 
Increase F 
Step Variable Entered R R^ in r2 Beta For r2 
一 一 一 _ 一 — 一 一 一 一 一 " 一 一 一 一 一 一 一 一 一 一 一 — — 一 一 一 一 一 一 一 一 一 一 一 一 一 一 一 一 — 一 
Job Dissatisfactions 
1 Teaching Level .106 .011 一.16 3.18木 
2 Rank .160 .026 .015 .12 3_67氺木 
3 Needs Deficiency .408 .167 .141 .27 18.45木木氺 
4 Job Future Ambiguity .457 .209 .042 .19 18.木氺木 
5 Work Overload .481 .231 .022 .16 1 6 .氺木氺 
Bodily and Affective Complaints 
1 Age .148 .022 -.10 5.80* 
2 Work Overload .345 .119 .097 .24 17.39木*木 
3 Needs Deficiency .404 ,164 .045 .22 16.75*木氺 
氺P < .05 
木木P < . 0 1 
氺木木p < . 0 0 1 
In order to know how the dimensions of needs deficiency 
explained the variance in job strain, stepwise multiple 
regression was conducted. The results are shown in Table 16. It 
was found that the strain variable dob dissatisfactions was 




d e f i c i e n c i e s p o s i t i v e l y . I t w a s p r e d i c t e d m o s t i m p o r t a n t l y by-
s e l f - a c t u a l i z a t i o n n e e d d e f i c i e n c y , f o l l o w e d b y s e c u r i t y a n d 
a u t o n o m y n e e d s d e f i c i e n c i e s . F o r t h e s t r a i n v a r i a b l e b o d i l y a n d 
a f f e c t i v e c o m p l a i n t s , it w a s p r e d i c t e d p o s i t i v e l y b y e s t e e m a n d 
s e c u r i t y n e e d s d e f i c i e n c i e s , w i t h t h e f o r m e r h a v i n g a m o r e 
s i g n i f i c a n t p r e d i c t i o n . 
Table 16 
Stepwise Multiple Regression Analyses 
for the Relationship between the 5 
Dimensions of Needs Deficiency and Job Strain 
Increase F 
Step Variable Entered R R^ in R^ Beta For R^ 
Job Dissatisfactions 
1 Teaching Level .130 .017 -.19 4.79* 
2 Rank .179 .032 .015 .14 5.04氺氺 
3 SANDEF .442 .195 .163 .50 2 3 . 氺 木 * 
4 SENDEE .465 .217 .022 .19 氺氺木 
5 AUNDEF .481 .231 .014 .18 17.34木木氺 
Bodily and Affective Complaints 
1 Age .117 .014 -.12 3.73* 
2 ESNDEF .338 .114 .100 .26 21.60氺木氺 
3 SENDEF .372 .138 .024 .19 17.36氺氺氺 
< .05 
氺木P < .01 
氺氺氺p < . 0 0 1 ‘ 
S E N D E F = S e c u r i t y N e e d D e f i c i e n c y 
ESNDEF=Esteem Need Deficiency 
A _ E F = A u t o n o m y Need Deficiency 




Self-actualization need deficiency accounted for the most 
variance (16%) in job dissatisfactions, whereas security need 
deficiency explained for 2% of the variance and autonomy need 
deficiency 1% only. Esteem need deficiency accounted for 10% of 
the variance in bodily and affective complaints whereas security 
need deficiency 2% only. 
Social Support and Job Stress 
A.Correlation Anfllvc^ ip； 
Table 17 shows the results of c o r r e l a t i o n s b e t w e e n social 
support and job stress. Needs deficiency was found to correlate 
significantly and negatively with supervisor support and coworker 
support. For job future ambiguity, it was correlated negatively 
and significantly with coworker support. Nevertheless, there were 
no significant correlations between work overload and the 3 types 
of social support. 
Table 17 
Correlations between Social Support and Job Stress 
Needs Work Job Future 
Variable Deficiency Overload Ambiguity 
Supervisor Support 一•21木木氺 一.01 一 07 
Coworker Support 一•25木氺木 一 . 0 1 _ 13木 
Spouse, Friends' and 
Relatives Support -.05 一•04 qs 
氺P < .05, one-tailed 




From the table, it was obvious that all significant social 
support correlated negatively with job stress factors in the 
direction as hypothesized, 
B.Multiple Regression 
The results of multiple regression analysis on job stress 
are shown in Table 18. It was found that needs deficiency was 
predicted by both coworker support and supervisor support 
negatively. Coworker support has a more important prediction than 
supervisor support. For job future ambiguity, it was predicted 
negatively by coworker support only. Nevertheless, work overload 
was not predicted by any of the 3 measures of social support. 
Table 18 
Stepwise Multiple Regression Analyses for the 
Relationship between Social Support and Job Stress 
Increase F 
Step Variable Entered R r2 in r2 Beta For r2 
Needs Deficiency 
1 Coworker Support .246 .060 -.20 18.58氺木* 
2 Supervisor Support .271 .073 .013 -.12 11.45林氺 
Job Future Ambiguity 
1 Coworker Support .127 . 0 1 6 一， 1 3 5 . 0 0氺 
*P < .05 




From the table, it was found that coworker support accounted 
for the roost variance (6%) in needs deficiency as well as in job 
future ambiguity (2%). As for supervisor support, it accounted 
for only 1% of the variance in needs deficiency. 
Social Support and Job Strain 
A.Correlation 
Table 19 shows the results of correlations between social 
support and job strain. 'It was found 七hat the 3 measures of 
social support only correlated significantly and negatively with 
job dissatisfactions but not with bodily and affective 
complaints. 
The negative correlations were in the direction as 
hypothesized. These implied that teachers with higher level of 
social support would experienced less strain. It was also 
revealed that the correlations between supervisor support and job 
dissatisfactions was the most important among the 3 types of 
correlations. 
Table 19 
Correlations between Social Support and Job Strain 
Job Bodily and 
Variable Dissatisfactions Affective Complaints 
Supervisor Support 一.26木木木 一 og 
Coworker Support. 一 . 1 9 木 木 木 一 gg 
Spouse, Friends and 
Relatives Support -.12氺 一 gg 
木P < .05, one-tailed 
木氺氺p < . 0 0 1 , one-tailed 
• 
, 76 
B.Multiple Regression AnalvBiF! 
The results of stepwise multiple regression analysis on job 
strain are presented in Table 20. For job dissatisfactions, it 
was predicted negatively by supervisor support and coworker 
support with the former accounted for 2% of the variance and the 
latter accounted for 1% of the variance in job dissatisfactions. 
For the strain variable, bodily and affective complaints, it was 
not predicted by any of the social support measures. The result 
revealed that among the 3 types of social support, only 
supervisor support and coworker support were effective in 
reducing the level of strain. 
Table 20 
Stepwise Multiple Regression Analyses for the 
Relationship between Social Support and Job Strain 
Increase F 
Step Variable Entered R r2 in r2 Beta For r2 
Job Dissatisfactions 
1 Teaching Level .102 .010 一 . 1 5 2.91* 
2 R a n k .160 .026 .016 .13 3.63氺木 
3 Needs Deficiency .406 .165 .139 .27 18.01木氺氺 
4 Job Future Ambiguity .455 .207 .042 .18 17.78木木* 
5 Work Overload .479 .229 .022 .17 16.15氺氺木 
6 Supervisor Support .495 .245 . 0 1 6 - . 1 2 1 4 . 4 3 * 氺 * 
7 Coworker Support .505 .255 .010 -.11 13.86氺氺氺 
Bodily and Affective Complaints 
1 Age ‘ .142 .020 -.10 5.34木 
2 Work Overload .348 .121 .101 .25 17.81*** 
3 Needs Deficiency .406 .165 .044 .22 16.94林木 
< - 0 5 氺木p < . 0 1 木木木p < . 0 0 1 
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B u f f e r i n g e f f e c t of S o c i a l S u p p o r t 
W h e n s t r e s s x s o c i a l s u p p o r t p r o d u c t t e r m s w e r e e n t e r e d i n t o 
t h e r e g r e s s i o n e q u a t i o n s in a s t e p w i s e f a s h i o n a f t e r t h e s o c i a l 
s u p p o r t v a r i a b l e s , n o s t a t i s t i c a l s i g n i f i c a n t i n t e r a c t i o n s w e r e 
f o u n d f o r t h e 2 m e a s u r e s of j o b s t r a i n , n a m e l y j o b 






DISCUSSION OF FIHDIHGS 
TEACHER BACKGROUND CHARACTERISTICS AND JOB STRAIH 
The present study revealed that Job strain was predicted by 
three teacher background characteristics, namely teaching level, 
professional rank and age. 
It was found that teachers of lower forms suffered from a 
higher degree of job dissatisfao七ions• This may be due to the 
introduction of the nine-year compulsory education which has 
brought about a number of undesirable consequences to the Hong 
Kong educational system especially at F.1-F.3 levels. Since 
students are forced to receive education, some of them may lack 
the enthusiasm and incentive to study. Worst still, they are 
those who always cause troubles and create discipline problems. 
According to the Fourth Education Commission Report, the number 
of incidents of unruly behaviour was on the rise. These have 
created a lot of difficulties for lower form teachers and 
indirectly add to their workload. Besides, the average quality of 
students has declined considerably and teachers find their job 
less rewarding and thus feel more frustrated and dissatisfied. 
Within the school setting, the status of lower form teachers is 
not regarded as highly as those of upper forms. They have poorer 
promotion prospect compare to their upper form counterparts. All 
these are possible contributing factors to their job 
dissatisfactions. 
Teachers of higher professional rank also experienced a 
higher degree of job dissatisfactions. This implies that graduate 
teachers are more dissatisfied with their job than non-graduates. 
This phenomenon may be explained by the differences in teaching 




secondary schools are mostly assigned to teach upper forms and 
the subject matters involved are usually very difficult. Besides, 
they hold most of the responsible posts in schools and they work 
under great pressure. They have a heavier workload and 
responsibility towards the students than non-graduate teachers. 
It is not surprising that graduate teachers feel more 
dissatisfied with their job than non-graduates. 
Younger teachers felt more strained in bodily and affective 
complaints. This is consistent with the findings by Borthwick et 
al. (1982) that younger teachers are more burned out. According 
to LaRocco et al. (1980), Schwab et al. (1986), Jayaratne and 
Chess (1983), burnout is a. job-related strain. This is probably 
due to their lack of experience in teaching. Borthwick et al. 
(1982) found that teachers with fewer years of teaching 
experience exhibited a higher level of measured burnout. They 
suggested that this might be due to the maturity level and coping 
ability of younger teachers to handle daily stress of schools. 
They were not sensitized to the stress demand of the teaching 
profession and they lacked previous training on coping with 
stress. Schwab and Iwanicki (1982a) suggested a few reasons why 
younger teachers felt more strained: 
1. Unrealistic feeling of what a professional can or cannot do. 
The job becomes a source of stress and frustration when 
expectation cannot be met. 
2. Lofty social change goal. 
3. Poor coping skills and resources. 
4. Inadequate training in practical matter. 
5. Lack of insight and awareness of burnout problem. 




strain experienced by younger teachers in local aided secondary 
schools. 
Although findings of the present study indicated that 
teaching level, professional rank and age were significant 
predictors of one or more subscales of job-related strain, they 
accounted for less than 6% of the variance in the job strain 
scores. 
JOB STRESS AND JOB STRAIN 
All three measures of job stress were positively correlated 
with the two subscales of job strain. This is consistent with 
what is hypothesized that teachers experiencing a higher level of 
stress will feel more strained. The findings also indicated that 
all five dimensions of needs deficiency were positively 
correlated with job strain. 
Both aspects of job strain were found to be predicted by 
needs deficiency and work overload. This finding confirms the 
importance of person-environment interaction in explaining stress 
and its effect on strain. According to Harrison (1980), P-E fit 
theory stress occurs when there is a discrepancy between the 
person and the ocoupa七ional environment. Misfit in needs and 
abilities can lead to several types of strain or deviation from 
normal responses in the person (Harrison, 1985). 
Feitler and Tokar (1986) pointed out that when 
teachers' needs were not met, frustration, anxiety, depression 
and threat were likely to occur. In their study concerning 
teacher motivati-on and burnout, Anderson and Iwanicki (1984) 
found that the burnout syndrome was related significantly to 
needs deficiency in teacher motivation. It is doubtful that the 
local aided secondary school environment has provided enough 
supplies to meet the needs of the teachers. As their needs are 
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not fulfilled, they feel dissatisfied with their job and have 
more bodily and affective complaints. 
The present study revealed that teachers' strain could be 
explained by deficiencies in security, esteem, autonomy and self-
actualization needs. It was not predicted by social need since it 
was fulfilled the most. This implies that teachers have 
satisfactory associations and affiliations with others. They have 
gained a lot of friendships and acceptances. Since the school has 
such a large staff, it is not hard to develop friendship with 
one's colleagues. 
Teachers' security need is not fulfilled may be possibly due 
to the unreasonable low pay and poor welfare of the teaching 
profession. Their workload is not in proportion to their pay. 
Besides, the job entitles teachers to enjoy very little welfare 
benefits. As for esteem need deficiency, teachers nowadays are 
not so well-respected by the others especially the students who 
even challenge the authority of the teachers. The social status 
of teachers are not as highly recognized as the other 
professionals. Besides, teachers also reported deficiency in 
autonomy need. This may be due to the fact that most schools have 
laid down a set of rules to be followed and teachers seldom have 
muoh influence and authority in school decision making. Although 
participative decision making has been carried out in recent 
years, the extent of influence made by teachers is still very 
small. Concerning self-actualization need deficiency, teachers 
cannot derive great satisfaction from their work especially 
facing a group of students whose quality is declining nowadays. 
Most of them find that they cannot develop their potential to the 
fullest and they are longing to quit their job. 
If 
It was also found that local teachers also felt strained . 
since their abilities could not meet with the heavy workload. 
Teachers nowadays are not only responsible for teaching, they 




c o u n s e l l i n g a n d a d m i n i s t r a t i o n w o r k . A r e c e n t r e s e a r c h c o n d u c t e d 
b y t h e T e a c h e r M u t u a l S u p p o r t A s s o c i a t i o n ( 1 9 8 9 ) f o u n d t h a t 
t e a c h e r s h a d to s p e n d n e a r l y h a l f ( 4 0 . 4 5 % ) of t h e i r w o r k i n g t i m e 
on n o n - t e a c h i n g d u t i e s . D u e to t h e h e a v y w o r k l o a d , t h e y w e r e 
c o n s t a n t l y o v e r s t r a i n i n g t h e m s e l v e s p h y s i c a l l y a n d m e n t a l l y . 
A n o t h e r r e c e n t r e s e a r c h c o n d u c t e d b y t h e G o v e r n m e n t S c h o o l 
N o n g r a d u a t e T e a c h e r s ' A s s o c i a t i o n ( 1 9 8 9 ) a l s o r e p o r t e d s i m i l a r 
f i n d i n g s . I t w a s f o u n d t h a t t h e w o r k l o a d of t e a c h e r s w a s 
e x t r e m e l y h e a v y a n d 3 0 i t e m s of w o r k t h a t w e r e s u p p o s e d n o t t o b e 
d o n e b y t e a c h e r s w e r e i d e n t i f i e d . T h e p r o b l e m of h e a v y w o r k l o a d 
is o n e o f t h e s i g n i f i c a n t f a c t o r s c o n t r i b u t i n g to t h e r e c e n t 
t e a c h e r s h o r t a g e in H o n g K o n g . T h e s t u d y c o n d u c t e d b y t h e H o n g 
K o n g S u b s i d i z e d S e c o n d a r y S c h o o l s C o u n c i l in S e p t e m b e r , 1 9 9 0 
r e p o r t e d t h a t t e a c h e r w a s t a g e h a d r e a c h e d 1 1 . 3 3 % o v e r 1 9 8 9 ' s 
f i g u r e of 8 . 5 % , M a j o r i t y of t h e p r i n c i p a l s b e l i e v e d t h a t a 
r e d u c e d w o r k l o a d a n d s m a l l e r c l a s s e s w o u l d p e r s u a d e t e a c h e r s t o 
s t a y in t h e p r o f e s s i o n . 
In t h e p r e s e n t s t u d y , j o b f u t u r e a m b i g u i t y w a s a l s o f o u n d t o 
b e r e l a t e d to s t r a i n in j o b d i s s a t i s f a c t i o n s . T h i s is a l o g i c a l 
o u t c o m e s i n c e H o n g K o n g a t p r e s e n t is f a c i n g t h e 1 9 9 7 p r o b l e m . 
M a n y t e a c h e r s f e e l a m b i g u o u s a b o u t t h e i r j o b ' s f u t u r e s e c u r i t y . 
T h e y a r e n o t c e r t a i n w h e t h e r t h e i r s k i l l s a n d k n o w l e d g e w i l l b e 
of u s e a n d v a l u e a f t e r 1 9 9 7 . In t h e f a c e of f u t u r e u n c e r t a i n t y , 
t e a c h e r s f e e l d i s s a t i s f i e d a n d s t r a i n e d . M a n y o f t h e m c h a n g e 
t h e i r j o b in o r d e r to b e q u a l i f i e d f o r e m i g r a t i o n . 
SOCIAL SUPPORT AND JOB STRESS 
In t h e p r e s e n t s t u d y , it w a s f o u n d t h a t a l l t y p e s o f s o c i a l 
s u p p o r t c o r r e l a t e d n e g a t i v e l y w i t h t h e 3 m e a s u r e s of j o b s t r e s s 
a l t h o u g h n o t a l l n e g a t i v e c o r r e l a t i o n s a r e s i g n i f i c a n t . T h i s 
i m p l i e s t h a t s o c i a l s u p p o r t a c t s to r e d u c e t h e l e v e l o f s t r e s s . 
Supervisor support only correlated significantly and negatively 




significantly and negatively with both needs deficiency and job 
future ambiguity. Work overload did not correlate with any types 
of support. 
Support from supervisor and coworker were found to be 
predictive of teacher stress in needs deficiency and job future 
ambiguity but support from spouse, friends and relatives had no 
effect on stress. This is consistent with the findings of the 
study by LaRocco, House and French (1980) that social support 
from work-related persons (i.e. supervisors and coworkers) has 
negative main effects on levels of perceived job stress. Support 
from others outside of work has little or no main effect on job 
stress. House et al. (1979) in their study on occupational stress 
and health among white male rubber workers also came to the 
similar findings. According to LaRocco, House and French (1980), 
the more specific and focused the type of stress in question, the 
more likely it is to be affected primarily or only by a limited 
set of sources of support closely related to the stress in 
question. Thus work-related stresses should be, and are, affected 
primarily by work-related sources of support. It is expected that 
familial stresses to be more affected by sources of support in 
the family or the ne七P7o:rk of intimate relatives and friends. 
Thus, spouse, friends and relatives do not play a significant 
role in reducing job stress of teachers since they may not have a 
good understanding of the working conditions of teachers as those 
in the workplace do. Therefore, their support cannot be felt 
strongly by the teachers. 
Between supervisor and coworker support, it was found that 
the latter was a more important source of support. This confirms 
the findings of LaRocco, House and French (1980) that coworker 
support was much more consequential than supervisor support. 
House and Wells (1978) also found that the effects of coworker 
support would be greater in occupations or industries which 
inherently required greater coordination and communication. This 
is exactly what happens in the teaching profession which involves 
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a lot of interactions. Moreover, teachers feel they can share 
their experiences and communicate with their colleagues freely. 
They tend to have better understanding of each other's problems 
since they share similar experiences. Their relationship is more 
intimate than with supervisors with whom they feel that there is 
a communication gap. In their opinion, those in authority may not 
have a good understanding of their situation. 
Work overload was not predicted by any types of social 
support. This implies that social support is not effective in 
reducing teachers' stress in work overload. Most probably, this 
may be due to the fact that the workload of teachers in Hong Kong 
is really too heavy that teachers feel extremely stressful in 
this respect. Thus the effectiveness of social support in 
reducing work overload stress is in vain. It requires a 
significant reduction in workload to alleviate teachers‘ stress 
besides relying on social support. 
� 
SOCIAL SUPPORT AHD JOB STRAIN 
All social support measures were found to correlate 
negatively with the two subscales of job strain although not all 
of them were significantly correlated. The 3 types of social 
support correlated negatively and significantly with job 
dissatisfactions but not with bodily and affective complaints. 
Only supervisor support and coworker support were found to 
be predictive of job strain in job dissatisfactions but not 
spouse, friends and relatives support. This conforms to the 
findings of many researchers (House et al., 1979; LaRocco et al., 
1980; House, 1981) that work-related sources of support (work 
supervisors and coworkers) are most effective in reducing job 
strain, but nonwork sources of support appear to have little or 
no effect on work strain. This may be due to the same reasons for 




Teachers feel less strained as they perceive their 
supervisors as helpful leaders who encourage interpersonal 
relationships, provide personal, emotional and instrumental 
support, listen to teachers‘ personal and work-related problems, 
help to achieve work goals through scheduling and planning, and 
so forth. Coworker support is effective in promoting the level of 
friendliness, warmth and open communication among members of the 
staff. 
Bodily and affective complaints are not predicted by any 
components of social support. This is in accord with the findings 
of LaRocco et al. (1980) that job-related sources of support have 
a stronger main effect on job dissatisfaction rather than on 
general mental health strain (somatic complaints, depression, 
anxiety and irritation). This may be because job dissatisfaction 
is a more job-related strain than the general affective strains. 
BUFFERING EFFECTS OF SOCIAL SUPPORT 
/ 
In the present study, buffering effects of social support 
could not be found. This is not a surprise since a number of 
studies, although finding social support generally have additive 
or main effects on both stress and strain, have failed to find 
significant stress-buffering effects of support (e.g. Pinneau, 
1975， 1976; Andrews et al., 1978; LaRocco and Jones, 1978a; Lin 
et al., 1979; LaRocco et al., 1980). According to House (1981), 
it appears at least in occupational settings, that the stress-
reducing effects of social support are quite general, while the 
buffering effects of support are more limited. 
LaRocco e七 al. (1980) have given possible explanations for 
this phenomenon. According to them, main or additive effects 




regardless of the level of exposure to stress. In contrast, 
buffering effects reflect a mobilization of support in response 
to stress or strain (French, 1979). When stress and strain are 
low, support is not mobilized, though it may be potentially 
available. When stress or strain increases, support is mobilized 
to the extent that it seems relevant to alleviating the stress or 
strain. Support will be mobilized by either requests from people 
needing support or by offers of support from others who see 
someone in need. If job strains are accepted by most people as 
'normal‘ reactions to job stress or are not as manifest as 
symptoms of general ill health, hence job strains do not motivate 
us to seek or give support. 
LaRocco et al. (1980) further suggested that social support 
in some cases tended to mitigate the impact of job stress on job 
strain, but in other cases might tend to accentuate that 
relationship. That is, supportive others might sometimes convince 
us that job conditions were not as bad as they seemed, whereas at 
other times they might help us to see that they were as bad as, 
or even worse than, we thought (what might be termed 'negative 
buffering'). If both kinds of effects occurred, they might 
average out to an apparent lack of buffering of the relationship 
between job stress and job strain. If we could distinguish 
between ，positive' and ^negative' buffering effects, we might see 
evidence of both kinds of effects in the case of job strains, but 
would expect to find primarily positive buffering in the case of 
health outcomes instead of job strains. 
The above are possible reasons to explain why buffering 








CONCLUSIONS AND RECOMMENDATIONS 
CONCLUSIONS 
The results of the present study confirmed the usefulness 
and importance of the P-E fit theory developed by French, Rogers 
and Cobb (1974) in explaining teacher stress and strain. Besides, 
job future ambiguity which is regarded as a teacher stress factor 
in view of the 1997 problem was found to be related to job 
strain. A local study (Chan, 1987) on teachers' occupational 
stress had also reached similar finding that job fixture ambiguity 
was predictive of job strain. The present study also highlighted 
the importance of social support in reducing stress and strain 
although buffering effects of social support could not be found. 
It was found that teacher background characteristics were 
related to job strain. Teachers of lower forms and of higher 
professional rank suffered from high level of strain in job 
dissatisfactions. Younger teachers reported a high level of 
strain in bodily and affective complaints. 
All measures of job stress were found to have significant 
and positive correlations with job strain. The 3 stress factors 
were found to be predictive of job strain in job 
dissatisfactions, whereas the strain variable bodily and 
affective complaints was predicted by work overload and needs 
deficiency. In view of these findings, the null hypothesis that 
the component variables of teachers' perceived stress are not 
positively cori^elated with and have no contributions to the 
component variables of teachers' perceived strain can be 
rejected. 
Supervisor and coworker support was negatively and 
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significantly correlated with job stress in needs deficiency and 
job future ambiguity. Needs deficiency was predicted by coworker 
and supervisor support, whereas job future ambiguity by coworker 
support only. The findings show that social support has main or 
additive effect on teacher stress. Thus, the null hypothesis that 
component variables of teachers‘ perceived social support are not 
negatively correlated with and have no contributions to the 
component variables of teachers‘ perceived stress can be 
rejected. 
The present study also indicated that social support had 
main effect on strain. All types of social support were 
negatively and significantly correlated with strain in job 
dissatisfactions. Moreover, supervisor and coworker support was 
found to be predictive of job dissatisfactions. Based on these 
findings, the null hypothesis that component variables of 
teachers‘ perceived social support are not negatively correlated 
with and have no contributions to the component variables of 
teachers‘ perceived stress can be rejected. 
The buffering hypothesis of social support could not be 
verified in the present study. Thus the null hypothesis that 
there are no interactions between component variables of 
teachers' perceived stress and component variables of teachers' 
perceived social support in predicting teachers' perceived strain 
cannot be rejected. 
RECOMMENDATIONS 
In real ‘life, occupational stress is an inevitable 
phenomenon and it exists in all kinds of occupation although it 
varies in degree and extent. There is no doubt that the teaching 
profession in Hong Kong is highly stressful as is known from 
public opinions and the results revealed in the present study. If 
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teacher stress is left unresolved, it will have substantial 
negative impacts on teachers‘ physical and mental health. Worst 
still, this will accelerate the turnover rate of teachers and 
aggravate the problem of teacher shortage. The whole educational 
system will be impaired and inefficiency will ensue. In view of 
all the possible adverse consequences of teacher stress, certain 
measures must be undertaken to alleviate teacher stress and 
strain in order to enhance their enthusiasm in teaching. 
From the results of the present study, a few recommendations 
are raised for school authority, teachers‘ organizations and the 
Education Department. 
Recommendations for school flnt.horit.v 
The following methods are proposed for school authority to 
help in reducing teacher stress and strain: 
1. The school authority should try to have more interactions 
with teachers as well as create more opportunities for 
communications among members of the staff. This can be done by 
organizing informal social gatherings and various kinds of extra-
curricula activities for teachers with 七he aim to promote mutual 
understanding and concern among teachers. The principal should 
actively take part in these activities and try to establish a 
friendly and supportive relationship with the staff. 
2. The school authority should find ways to lessen the heavy 
workload of teachers by lifting some of the non-teaching duties 
of teachers and distributing evenly the workload among teachers. 
3. Efforts should be made in school to see that teachers have the 
opportunity to fulfill their needs in self-actualization, 
autonomy and esteem in order to avoid the feeling of strain. The 
school authority should help teachers to develop their potential 
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in teaching by allowing them a higher degree of flexibility and 
independence in teaching. Besides, the school authority should 
promote the image of teachers as deserving respect. 
4. Orientation programs should be conducted for younger and 
inexperienced teachers so that they can familiarize themselves 
with their work quickly and easily. 
Reoommendations for teachers‘ organizations 
Below are some means proposed for teachers‘ organizations to 
help in reducing teachers' stress and strain: 
1. Teachers' organizations should organize seminars and iworkshops 
to help teachers cope with work stress and reduce the feeling of 
strain. The Hong Kong Professional Teachers' Union occasionally 
organize seminars on stress management. Teachers who are young, 
of graduate status and teaching lower forms should be encouraged 
to participate. 
2. They should arouse the awareness of teachers towards the 
importance of social support especially from supervisors and 
coworkers and persuade them to seek support whenever stress and 
strain arise. 
3. They should try to fight for increasing the benefits of 
teachers in terms of monetary and non-monetary rewards so that 
teachers‘ security needs can be fulfilled. 





RecQmrnendations for the Education Department 
In the present study, it was found that all stress factors 
contributed to teachers' strain. The Education Department should 
play a role in redressing this problem. The following are some 
proposed methods to do so: 
1. The Education Department should see to the needs of the 
teachers by discussing with the government on increasing the 
welfare benefits and upgrading the social status of teachers. 
Besides, rules should be set to ensure that teachers have 
authority and control over their own teaching and have rights to 
participate in school decision making. 
2. Work overload was found to cause tremendous stress and strain 
in teachers. The Education Department should increase the 
teacher-to-class ratio so as to reduce the workload of teachers. 
Besides, more subsidy should be granted to each school so that 
more clerical staff can be employed to relief the non-teaching 
duties of teachers. 
3. The Education Department should provide more teaching aids and 
resources for different subjects so that teachers can get more 
information handily. 
Reoommendf^tions for future r e s e a r n h 
It is not infrequent that a research project raises more 
questions than it answers. The following are some proposed 
recommendations for future research: 
< 
1. The study should be replicated in schools of the government 
and private sectors and results should be compared with that of 
the present study. 
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2. Other job stress factors as role-based stress, job complexity, 
organizational climate in school, teachers' participation in 
decision making, teachers' expectation about teaching, 
communication of teachers with school authority and col.leagues, 
principal's leadership style and career development factors 
should also be taken into account in future stress-strain 
research. 
3. The present study only examines one intervening variable, 
namely social support, between stress and strain. Personality 
variables as Type A/B and hardiness or hardy personality as 
conditioning variables should be investigated in future research 
to see whether they are effective in buffering the stress-strain 
relationship. 
4. Due to limitation of resources, the present research cannot 
include all measures of strain nor could the consequences of 
strain be studied. It is hoped that future research can pay 
attention to both behavioural and physiological strains and 七heii: 
effects on illness, teacher turnover, absenteeism, performance, 
quality of life of teachers and students' academic achievement. 
5. The present study is basically a correlational study. It is 
hoped that causal models of teachers' stress can be established 
in future research. 
6. The present research is a study on teachers' perceived stress, 
perceived social support and perceived strains. It is crucial to 
obtain objective measures of stress, strain, and support, and to 
understand their relationship to each other and with perceived 
stress, strain, and support. It is worthy to include these areas 
of study in future research. 
7. Since social support plays an important role in alleviating 
stress and strain, future research should aim at constructing a 
model of support that not only predicts the effects of support, 
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but to understand how it works the way it does. Such a model must 
include the concepts of information processing, psychological 
defenses, and coping and adaptation on one hand, and 
structural/environmental characteristics, such as role relations 
and networks of support, on the other. 
8. There should be more research on how to change job stresses, 
how to improve the fit between the person and his job, and how to 
increase participation and social support. 
9. It is recommended that future research should include direct 
observations and interviews rather than only depend on 
self-reported responses. It is also essential for future research 
to be expanded to include more sophisticated experimental and 
longitudinal procedures. ， 
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© 〇 o o 〇 o o o o o o o o o o o o ⑩ 
香港中學敎師 
工作壓力調查問卷 
爆 o o o o o o o o 〇 o o o 〇 o o o _ 
• 爲 更 具 體 知 道 本 港 各 中 學 敎 師 倚 面 對 的 工 作 壓 力 ； 以 增 進 對 敎 師 及 敎 
師 工 作 的 線 解 ， 誠 懇 請 求 各 位 協 助 镇 寫 這 份 問 卷 。 請 根 據 你 的 真 實 
情 沉 作 答 ’ 而 你 的 個 人 資 料 及 答 案 将 會 絶 對 保 密 。 
• 請 將 倚 有 答 紫 填 在 問 卷 上 適 當 位 置 。 
< 
• 填 答 完 畢 後 ’ 請 交 回 J i 责 老 師 0 
• 你 的 回 答 將 會 對 增 進 了 解 老 師 的 工 作 壓 力 有 極 大 繁 助 。 一 
••常多爾儺_舍儺和复挎！ 
f V 
〔 I 〕 個人资料 
\ . , J 
【猜將各題答案的數字填在右逄的方格内】 
1.性別 （ 1 ) 男 （ 2 )女 ] 
2.年齡 （遇了生日三個月多算一歲） ~ 
3.敉學年資 （足八個月作一年算） "•一 
4.主要任教班級 ( 1 )中一至中三 （ 2 )中四至中七 匸 
5.職級 （ 1 ) C M { 2 ) A M ( 3 ) S A M , r ™ l 
{ 4 ) G M ( 5 ) S G M 
6.姊姻狀沉 （ 1 )已婚 （ 2 )未婚 
( 3 )其他 




1 2 3 4 5 
十 少 有 多 十 
分 分 
少 多 
1.你有多大的工作量？ • • • • • 
你希望有多大的工作量？ • • • [•口 
2 •你有多少時間去完成所有工作？ • • 口 • 口 
你希望有多少時間去完成所有工作？ • • • • • 
3.你在工作量上可放使的程度如何？ • • I••口 
你希塞在工作量上可放使的程度如何？ • • (••口 
4.你有多少時間容許你沉思靜想？ • • 口 • 口 
你希望有多少時間容許你沉思靜想？ • • • I•口 
5.你有多少計刻、作f、任務要完成？ • • • • • 
你希望有多少計則、作f、任務要完成？ • • • • 口 
6.在每個沉重工作期間，你有多少休間時間？ • • • • • 
你希望在每個沉重工作期間，你有多少休閱時間？ • • 口 • 口 
第一育 
r - 1 




{ i )從你現時學校職位中能獲得的需求的實降(actual)程度。 
(ii )你希望從現時學校職位中能獲得的需求的理想(desired)程度。 
【椅在条條問題旁遣的適當空格内填上‘ ，就】 
【‘ 1，代表最低程度，而‘ 7，代表最高程度。】 
1 2 3 4 5 6 7 
1 •學校職位給予我的安定感 
(i } 實 降 程 度 • • • • • • • 
{ ii ) 理 想 程 度 • • • • • • • 
2.學校職位給予我繁助別人的棧會 
( i ) 實 降 程 度 • • 口 • • • 
{ ii ) 理 想 程 度 • • • • • • • 
3.學校職位給予我與别人發展親密友救的機會 
{ i ) f 降 程 度 • • • • • • • 
(ii ) 理 想 程 度 • • • • • • • 
4.從學枝職位上得到的個人榮輝感 
( i ) 贲 降 程 度 • • • • • • • 
(ii ) 理 想 程 度 • • • • • • • 
5.從學校職位得到校内別人對我的敬重 
( i ) 宥 降 程 度 • • • • • • • 
_ , ‘ ( ii ) 理 想 程 度 • • • • • • • 
6.從學校職位得到校外人仕對我的欲重 
( i ) 宥 降 裎 度 • • • • • • • 
«、 { ii ) 理 想 程 度 • • • • • • • 
7.學校職位所耽予我的權力 
( i ) 實 除 程 度 • • • • • • • 
。 她 ^ ^ ( ii ) 理 想 程 度 • • • • • • • 
8.學校職位給予我獨立思考及行動的棧會 
( I ) 實 降 程 度 • • • • • • • 
(ii )理想程度 • • • • • [ • 口 
9.學校職位給予我參予制定目標的機會 氏 U U U U U U U 
( i ) 實 降 程 度 • • • • • • • 
10.學校職位給予我決定敎學方法與遇程的機會（“)理想程度 
‘ ( i ) 實 降 程 度 • • • • • • • 
n . 學 校 職 位 給 予 我 個 人 成 長 及 發 展 的 棧 會 （ “ ) 理 想 程 度 • • • • • • • 
{ I ) 實 降 程 度 • • • • • • • 
1 2 .學校職位給予我遝用個人的獨特才能，及發揮 i j U l綠 f • • • • • • • 
( i ) 實 降 程 度 • • • • • • • 
13.學校職位給予我的成就感 （ii ) 理 想 程 度 • • • • • • • 
‘ ( i ) 宥 降 程 度 • • • • • • • 
(ii ) 理 想 程 度 • • • • • • • • 
笫二育 
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〔IV〕 對敎學工作在9 7後的肯定程度 
\ J 
以下各項是閫於你對你的敉學工作在1 9 9 7年後的各種肯定程度，請依你食己的情沉作答0 
【- 1，代表最低程度，而‘ 7 ’代表最高程度。請在道常的方格内用‘ Z，犹表示】 
1 2 3 4 5 6 7 
1.你對你職業在1 9 9 7年後的前途及景象有多大程度的肯定？ • • • • • • • 
2.你對你的工作技能在1 9 9 7年後的採納及重視有多大程度的肯定？ • • • • • • • 
3.你對你職業在1 9 9 7年後的社會地位有多大程度的肯定？ • • • • • • • 




1 2 3 4 5 
不 無 少 頻 很 
逋 許 多 多 
用 
1.你直廣上司不嫌麻烦常助你’使你工作更加愉快的程度。 • • • • • 
2.你同事不嫌麻烦f助你，使你工作更加偷快的程度。 • • • (•口 
3.你妻子(或丈夫）、朋友及親廢不嫌庥烦赞助你，使你工作更加愉快的程度。• • • • 口 
你同你直廣上司談話的機會。 • • • • 口 
5.你同你同事談話的棧會。 • • • • • 
6.你同你妻子(或丈夫）、朋友及親摩談話的棧會。 • • 口 • 口 
7.奮工作上遇到困難時你對直省上司的倚赖。 • • • • • 
<r 
8.t工作上遇到困難時你對同事的倚賴。 • • 口 • 口 
9.當工作上遇到困難時你對妻子(或丈夫）、朋友及親應的倚相。 • • 口 • 口 
10•你直属上司顧意粉聽你個人問題的程度。 • • 口 • 口 
11.你同事類意發聽你個人問题的程度。 • • • • • 







1.工作不滿 1 2 3 4 5 
甚 間 有 相 很 
少 中 時 當 經 
經 常 
常 
( i )你對你的工作感到不滿意？ • • • • • 
(ii )你的工作給你很大的個人滿足感？ • • • • • 
(iii )你有辭職的念頻？ • • • • • 
(iv )你有轉工的念頭？ • • • • • 
2.工作量不滿 1 2 3 4 5 
甚 間 有 相 很 
少 中 時 奮 經 
經 常 
常 
( i )你對你要完成的工作感到不快 • • • • • 
(ii )你不滿你的工作節奏 • • 口 • 口 
(iii )你不滿你現在的工作量 • • 口 • 口 
1 2 3 4 5 
甚 間 有 相 很 
少 中 時 當 組 
經 常 
( i )你的工作甚有趣咏 • • • J • 
{ ii )你對工作感到沉网 • • • • • 
(iii )你的工作甚爲呆板 • • 口 • 口 
情餘低落 3 4 5 
很 相 有 間 甚 
‘ 組 常 時 中 少 
常 組 
( ) 你 感 到 憂 愁 • • • • • 
(ii ) 你感到不快樂 • • • • • 
(iii)你感到快鞲 • • • • • 
i v你，到沮喪 • • • • • 
( V )你感到憂發 • • • • • 
(vi ) 你 感 到 愉 快 ‘ • • • • • 
第四瓦 
5.身艘感到不遒 1 2 3 4 5 
甚 間 有 相 很 
少 中 時 當 經 
你是否因工作而有如下症狀？ 經 常 
{ i )雙手顧震，使你不安 • • • • 口 
(ii )當你不在工作或運動時，你吵吸感到急保 • • • • • 
{ iii )你有心跳強烈的么病 • • • • 口 
{ iv )你手出汗’使你感到激溯 • • • • • 
( V )你有頭最的症狀 • • • • • 
(vi )你有育痛的症狀 • • • • • 
(vS )你心跳较平常急速 • • • • • 
(viii )你生病，而且彩举你的工作 • [3 • • 口 
(ix )你失去育口 • • • • 口 
( X )你失艰或睡職不足 • • • • • 
6.然慮 1 2 3 4 5 
甚 間 有 相 很 
少 中 時 紫 經 
組 常 
( i )你感到緊張 • • • S • 
(ii )你感到神經遇敏 • • • I•口 
(iii )你感到冷靜 • • • • 口 
(iv )你感到不安 • • • • • 
暴碌 1 2 3 4 5 
甚 間 有 相 很 
少 中 時 當 組 
經 常 
( i )你感到憤怒 • • • • • 
(ii )你感到激動 
(iii).你感到暴綠‘ • • • • • 
‘ 笫五育 
0 0 0 0 0 0 0 0 0 0 完 • • • • • • • • • • 
• 謝 合 作 • • • • • • • • • 
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